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Agenda:
• Why engage in workforce planning?
• Common challenges
• Maturity Model
• Workforce Planning Framework at Griffith University
• Fundamentals of workforce planning (Demand/Supply/Gap)
• Workforce Strategies and Solutions Framework
• Activities and stakeholder engagement
• Toolkits, tools and foundational data models
• Developing a Workforce Plan 

Case Study : Developing a Workforce Plan for Digital Solutions

Questions



Why engage in Workforce Planning ?

Strategic workforce planning provides evidence-based direction and input into key workforce and talent 
processes and programs.  It does not replace workforce processes on an individual level.

Higher Education and industry 
Trends & Challenges

Functional Element Strategy & 
KPI’s

Workload Planning & Scheduling

Current Workforce Profiles & 
Capability

Strategic Workforce 
Planning

Strategic workforce planning is designed 
to…..

 Understand current state workforce and internal supply of 
talent and benchmark performance (revenue and cost) 
across academic and professional areas 

 Consider future scenarios and the implications of the 
workforce required e.g., changing mode of delivery, changing 
resourcing models, development of new programmes or 
services

It will not replace:

 Current or future workload planning for specific individuals
 Detailed forecasting on facility or other non-workforce costs 



How can workforce planning help ?

Workforce Planning will help answer the following:

Right Capabilities
 What are the critical capabilities to achieve our business strategy (organizational, leadership and technical capabilities)?
 What skills will be needed to conceptualize and deliver our programs (courses / degrees and services?)
 What roles / skills and how many people are needed to deliver our services effectively?

Right Proposition and Deployment
 How will we create a flexible agile workforce across the organization?
 Where are opportunities to align / change roles to reflect internal and external requirements?
 What are the ways to build and attract talent?
 How should critical capabilities and roles be deployed?

Right Time and Right Cost
 How do we ensure sustainability of our delivery (teaching, research, engagement) with our workforce demographics?
 When do you need critical resources to avoid gaps/ risks?
 Where are opportunity to increase current workforce productivity?
 How do deployment choices impact service delivery and cost efficiency?

Right Capabilities

Right 
Proposition & 
Deployment

Right Time & 
Right Cost



Common challenges :

Some common challenges limiting the adoption of Workforce Planning and People Analytics?

Big data can seem confusing.  Without 
having the end goal (‘What is the problem 
we are trying to solve?’) defined at the 
starting point, users can become 
overwhelmed by the large volume of data.

When organisations try to combine or 
aggregate inconsistent data from disparate 
sources, errors might be encountered, 
resulting in data quality challenges.  This 
subsequently effects the quality of decision 
making.  You need to work with other 
colleagues – Finance, Business 
Intelligence.

The value of adopting analytics and 
developing frameworks and tools can be 
intangible and require long-term investment.  
Many executive leaders are hesitant to 
invest in developing the analytics capability 
(time, system, resources, technology, etc).
Common misconceptions about what SWP 
or WFP is/ is not.

Started 
with data, 

not 
questions

Difficulty 
combining 

data

Lack of 
management 
support and 

common 
understanding

Started 
with overly 
ambitious 

project

Many organisations are eager to resolve 
multiple issues at once. They tend to roll out 
analytics initiatives with an overly ambitious 
project that the organisation is not ready to 
tackle.  



Workforce Planning Maturity Model
 Where should we position our workforce planning efforts?
 What is our Workforce Planning maturity?
 How can we engage with stakeholders and develop a roadmap for targeted action?
 How can we build upon existing plans?

7 Framework Dimensions:
• Core capabilities
• Enabling capabilities
• Benefits and outcomes

People 
Capabilities

Platforms & 
Insights 

Generation

Data Quality & 
Maintenance

Partners & 
Ecosystems

Governance & 
Stakeholders

Processes & 
Support

Implementation & Benefits Realisation

5 Levels of WFP Maturity:

Level 1
INITIATED

• Foundational tools and processes
• Ad-hoc analysis

Level 2
DEFINED

• Defined strategy
• Consistent application of tools and 

methods

Level 3
EVOLVED

• Capability development roadmap
• Monitoring of SWP effectiveness
• Informs other people processes

Level 4
ADVANCED

• Critical input into business strategy

Level 5
STRATEGICALLY 

ALIGNED

• Fully embedded in strategy development



Griffiths starting position – low maturity (2.0) 

‘Easy to describe, much harder to do and 
even more difficult to do well’



Griffiths Journey:

‘Easy to describe, much harder to do and 
even more difficult to do well’

Mercer IRU project
Framework
Toolkits
HR BP Capability 
Data, Data, Data

Workforce reporting
Defining workforce 
problems
Leader Capability
Data integrity, quality, 
governance (cross-function 
collaboration)

Specific WFP programs to 
evidence value and 
outcomes
Projection model and 
automated data sets 
(Tableau, PowerBI)
Developing broader 
workforce plans
Integration into planning 
cycles

Building capability
Common understanding
Data foundations

Workforce challenges
Data maturity - insights

WFP pilots and 
programs

We still 
have a long 
way to go…

Job Family 
Architecture 



Griffith Workforce Planning Framework:

A five-phase approach 

that considers the 

external and internal 

operating environment in 

alignment with Griffith’s 

Strategy and enabling 

plans.



Fundamentals of Workforce Planning :

Some key terms:  DEMAND……………..GAP………………..……SUPPLY

Workforce Planning checklist 
(getting started):

1. Who will be a part of your workforce 
planning team?

2. Which key stakeholders do you need to 
engage?

3. What is in scope?  Are there specific 
issues (e.g., ageing workforce, 
separations)? 

4. Do you have access to the right 
information to understand internal / 
external factors affecting your 
workforce?

5. Do you have source data to understand 
and segment your current workforce?

Segmenting the workforce :

• Role-based (DEMAND)
• Employee-based (SUPPLY)
• Continuing / Fixed-term / Casual
• Location
• Age
• Gender
• Tenure
• Diversity (Women, First 

Peoples)
• Critical roles

Key measures :

• Attrition
• Retention
• Recruitment 
• Vacancy rates
• Absenteeism
• Women in Leadership
• First Peoples
• Engagement survey

Environmental and external labour market scan

Gaps and risks
• Is there an oversupply/undersupply of talent?
• What are the future demands on the workforce?
• What are the risks relating to future supply of talent?

Scenarios:
1. No change
2. Growth
3. Decline
4. Other



We now use a purpose-built GU 
Workforce Analytics toolbox to review 
workforce data:

• Workforce profile
• Diversity analysis
• Separations
• Talent Acquisition
• Capacity Analysis
• GU Workforce targets & KPI’s
• Supply and Demand

Workforce Data – Power BI and Tableau We use our Executive workforce reporting Power BI tool to compare yearly 
workforce trends and relevant Tableau dashboards.  We develop additional 
reporting tools specific for the Academic Elements and link with 
student/course/financial data where relevant.



Workforce Strategies and Solutions Framework:

This framework is used to explore and assess people strategies against business scenarios, gaps, emerging challenges and risks. 
Assessing options to build, buy, bind, borrow or transform the workforce will help prioritise potential strategies and solutions. 



Stakeholder engagement:

Business 
Leaders

HR Business 
Partner

SWP CoE/SMEReporting/ 
Analytics

Strategic guidance
• Strategic guidance and context

• Financial data and benchmarks

• Support development of workforce 

solutions

• Implementation and support of 

strategies at local level

Process facilitation
• Facilitate process with line 

managers

• First point of contact for business 

context

• Connection with Finance BP

Workforce data & analytics
• Objective source of data in workforce 

planning

• Provide reports and workforce analytics

• GU Workforce Analytics Tool

Process & quality guidelines
• Provide guidance, templates and training

• Expert advice for workforce strategies and 

solutions (build, buy, borrow, change…..)



Toolkits, tools and foundational data models:



Developing the Workforce Plan:



Case Study – Developing a Workforce Plan for Digital Solutions:
March 2022: 17.2% turnover
June 2023: 12.0% turnover (-5.2%)

Digital Solutions - Employee First Programme

• Employee Value Proposition (EVP)
• Onboarding
• Graduate Program
• Training and professional development (re-skilling)
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Thank you ….. Questions?
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Sample workshop agenda’s

Workshop agendas will follow the structure of the high-level activities outlined below and will be 
customised for the Academic Group.

Example agenda from Digital Solutions workforce planning project have been provided.  



Example Workforce strategies, success measures and roadmap 

As part of the workforce planning process, we help you define and prioritise relevant workforce 
strategies for the short, medium and long term.  

You will also be provided with the tools and examples of how to action plan, develop success 
measures and develop your workforce planning roadmap.
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