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Understanding workforce planning

Workforce planning is all about alignment of your workforce and business goals so you can
meet your ideal operating model.

To do this effectively, you need a solid understanding of your challenges, strengths and
workforce characteristics (people, skills and roles to meet your changing needs). The best
way to achieve this is through detailed workforce modelling, visualising your organisation,
defining your workforce strategy, designing sustainable structures and testing these
structures with what-if scenarios.

The last few years have been difficult for local governments as they develop their internal

workforce planning capabilities, tools and resources.

This article will focus on:
1.The 2025 APS workforce strategy and what it means for local government
2.How to test your organisation’s workforce planning maturity

3.Three steps to visualising your organisation and how to use it for workforce planning

But before we get into that, here’s two key pain points that keep coming up when tackling

local government workforce plan and model projects:
Common challenges facing local government
1.No access to clean and accurate data: If you're using your HRIS as a single source of

truth, having dirty data can paralyse your organisation’s ability to assess the current state

of their work force or plan for the future. If you don’t know where to start, our ultimate data

cleansing_guide can help.

2.We're struggling to see our people data in a useful way: No matter what payroll or HRIS

you use, you're not doing your data justice without a dedicated tool to visualise data.

Without access to conditional formatting, centralising data from multiple sources and
role-based data security, you're taking the long road to interpreting your data.
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https://navigo.com.au/2016/10/data-cleansing-and-hris-migration/
https://navigo.com.au/org-chart-software/planning-at-work/

A focus on Local Government - APS Workforce Strategy 2025
In 2021 the Australian Public Service Commission released its future roadmap for workforce
planning, the APS Workforce Strategy 2025. Within this strategy all levels of government are

challenged to develop their workforce planning capabilities.

A core component is the workforce planning_cycle, illustrated below:
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Source: https://www.apsc.gov.au/initiatives-and-programs/aps-mobility-framework/guidance-hr-practitioners

While the APS and individual local government’s have solid workforce planning frameworks,
very little guidance has been provided on how to obtain, store, manipulate and visualise the
data required to implement a useful workforce planning process.
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A couple of simple questions allow you to test your organisation’s workforce planning

maturity:

Do | have a live, accurate org chart? What do | have to do to provide it to the CEO, unions or
an external consultant?

What is the mix of diversity, employment types or skills within our organisation?

Who is on secondment and when does it finish?

Where are our vacancies?

3 steps to ensure accurate workforce planning
To allow managers, HR and senior leadership to engage in a base level of workforce planning,
the answers to these questions should be immediately available in an up-to-date, easy-to-

understand and secure format.

Manual intervention in this process is time consuming, prone to inaccuracy, is immediately

outdated and involves the sharing of sensitive employee data via unsecured means.

For over 20 years Navigo has solved these issues for many local, state and federal government

agencies.

It involves a three stage process:

1. Establish a data feed from payroll / HRIS into a visualisation tool

Every payroll or HRIS system has its own individual data formats, database and hosting

architecture.

Navigo's experienced technical consultants have experience with almost every system in the
Australian market including: TechnologyOne, CivicaAuthority, Workday, Chris21, Ascender,
Aurion, Payglobal, Oracle, SAP and SuccessFactors.
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For example, this is how data feed works with our Planning@Work org charting tool:

Planning

@

HRIS/Payroll data

:

Employee
talent data

Time &
attendance sheet

Multiple data sources Planning@Work Database Customer endpoint

2. Setup your chart views

With a live data feed in place you're now able to see your workforce and organise it visually

with live reports that matter to you the most. Below are some examples:

a) Easily see secondments and view Substantive and Acting employees by position

Marin Company - O
TR

Establishment ~  Maithew Sulivan

TFilter + & Options  Actions ~

Chief Executive Officer
Position ID: 1

Matthew Sullivan
100527

Full Name:
Person ID:

Exec. Secretary
Position ID: 2

Euill Nama laccira Rrandn

[

I

Chief Financial Officer
Position ID: 4

Full Name:
Person ID

Craig Dunn
100207

ox
Vacant
B Vacantwith acking emp

}  Secondments and higher

Human Resources Director
Position 1D

Patricia Parker
Person ID: 100576
EndDate.

SubPosition #: 4431

Joan Smyth
Parson ID 100577

Marketing
Positon

Full Name:
Person ID:

—

Human Resources Director
Position ID 3

Patricia Parker
Person ID: 100576
EndDate

SubPosition #: 4N

Primary |
Joan Smyth

Person ID 100577
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b) See department budgets and highlight those above or below.

Marin Company

Budget ~  Matiew Sullvan » Chase Rogers

TFilter - @ Options  Actions

Chase Hogers
Marketing Divestor

Emplayee 1D 100176

Salary. 519,000

Posiion Satary 5105000

Matthew Sullivan
Chief Executive Officer
Individual Salary: $175,000
Total Salary $5,029,500 Team Details
Budgeted Total $5,103,000 Headcount 12

Budget Remaining: $73,500 Tolal FTE 10.00

Average Salary: 565033
Budget Summary

Total Salary. 5790,000
Total Pos Sat 5810500
Buaget Remaining: 520500

Jessica Brando
Exec. Secretary

I

]

Craig Dunn
Chief Financial Officer

Patricia Parker
Human Resources Director

Chase Rogers
Marketing Director

Glen Finley
Chief Operations Officer

Laurie Weil
Chief Information Officer

Legend Fields -]
BOXTYPES

Vacant

¥ b Detaut

$136,000
$1,024,000
$1,036,500
$12,500

$119,000 Individual Salary. $132,500
Total Salary: $1,325,500
Budgeted Total $1,306,000

Budget Remaining:  ($19,500)

Individual Salary: $125,000
Total Salary §598,000
Budgeted Total $602,000
Budget Remaining:  $4,000

Individual Salary:
Total Salary:
Budgeted Total
Budget Remaining:

Individual Salary:
Total Salary: $790,000
Budgeted Total: $810,500
Budget Remaining: $20,500

Individual Salary:
Total Salary $1,057,000
Budgeted Total: $1,088,000

$103,000

HIGHLIGHTS

~ Remaining Budget
Approaching Budget

=] Over Budgst

D Reset

c) Visualise your workforce diversity and ensure you're WGEA compliant.

Marin Company

Gender (WGEA) »  Matthew Sullvan
(itax] momaae |
YFilter +  {Options  Actions  +

Laurie Weil
Chief Information Officer

Chase Rogers
Marketing Director

Craig Dunn
Chief Financial Officer

Glen Finley
Chief Operations Officer

Marketing Department: Finance Department:
113 Compa Ratio:
6 Males: 6 Males: 7 Males: 4
3 Females: 9 Females: 14 Females: 5

Operations Department: Technology

Legend Fields -]
BOX TYPES

> Male Box

}  Female Box

Vacant

v Default

W Males
WFemales

EMales
MFemales

W Males
MFemales

W viales
W Females

HIGHLIGHTS

~ Posttion status
Vacant

@~ Gencer
[ Female
[ male
[ Non-binary

D Reset
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d) Track employee length of service.

Length of Service ~  Matthew Sullivan » Chase Rogers

TYFilter +  #Options  Actions  ~

Crase Rogers
Matthew Sullivan Marketing Director
Chief Executive Officer e senien . omon
Length of Service Analysis
Length of Service (yrs): 14
Start date: 16/01/09

Jessica Brando
Exec. Secretary

Length of Service (yrs): 19

Start date: 09/08/03

| |
Chase Rogers Glen Finley Lat
Marketing Director Chief Operations Officer Chief Infc

Patricia Parker
Human Resources Director

Length of Service (yrs): 6 Length of Service (yrs): 21 Length of Service (yrs): 19 Length of Sen

|
/] %mg:g}z;wé;e . 26/09/16 Start date: 06/07/01 Start date: 23/04/03 Start dat *
5 250 yee

d
D Reset

Org charts provide real-time, accurate HR reports and dashboards that you can securely share
across your entire organisation, allowing leaders to easily identify problem areas and action

fixes.

3. Use it for workforce planning

Once set up, charts can be set up with Single Sign On matching existing data access rights so
sensitive information can be securely accessed by anyone in your organisation. For instance,
the Corporate Directory would be available to all employees, but your workforce analytics or
leave liability chart will have restricted access only for managers, HR and senior leadership.
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Planning@Work includes three useful modules that you can choose from depending on your

needs:

1. Plan & Model - Engage in workforce planning scenario modelling. Create, share and

collaborate using a secure virtual copy of your employee workforce.

Establishment | Maliiew Sulan » Ghiase Rog Editng Plan: Plan L = Budget~  Malthew Sullvan » Ghiase Rog EdmngPlan:Pen & = B B ox

TFilter ~ £ Options  Actions - Q Y Filter ~ £ Options  Actions -

Establishment ~ -] Budget Information ~

Fubone [Ghase o
Matthew Sullivan ob Tie Marketing Director
Chief Executive Officer : 1007
Individual Salary: $175,000 119000
Total Salary: $5,029,500
Budgeted Total $5,103,000 Team Details
Chief Executive Officer 100176 Budget Remaining.  $73,500
Posiion 1

+:

105000

Budget Summary

Substantive Employee Jessica Brando
Name: | Chase Rogers Exec. Secretary
Employee D [qani7e Individual Salary: $60,000

Headcount f H
H

Patricia Parker Chase Rogers Glen Finley
Human Resources Director Marketing Director Chief Operations Officer
Individual Salary:  $103,000 Individual Salary:  $119,000 Indvidual Salary:  $132,500

Total Salary 1,057,000 Total Salary. $790,000 Total Salary $1,325,500
Budgeted Total  §1,088,000 Budgeted Total:  $810,500 Budgeted Total.  $1,306,000
Budget Remaining:  $31,000 Budget Remaining: $20,500 Budget Remaining: ~ ($19,500)

4+ i 4

2. Succession Plans - Drag and drop to create a live, accessible succession plan for managers

& HR to collaborate on.

Chase Rogers
Marketing Director

Succession Plan 2
Status In Progress
Effective Date 04/09/21 Chase Rogers

Marketing Director

Status In Progress

il Simon Dugas A
2 Pat Monroe
[EJ Alison Fireside \ 4 I Simon Dugas

2 Pat Monroe
w

Effective Date  [pg/04/2021

Il Alison Fireside
Il Vatthew Sullivan
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3. Archive - Meet governance & compliance reporting requirements by accessing a permanent

history of your people data.

Marin Company ~ O

Archived Chart

Label

2015, August 14
2015, February 01: initial
2015, July 14

2015, September 15
2016, April 26

2016, August 01
2016, December 20
2016, January 19
2016, May 02

2016, November 06
2016, October 05
2016, September 09
2017, April 11

2017, February 22

Keen to learn more about Planning@Work? Request a demo here.

-

Date

8/14/2015 2:30:26 AM

2172015 12:00:00 AM

TI4r2015 6:47:22 AM

9/15/2015 12:21:39 AM

4/26/2016 10:47:15 PM

8/1/2016 6:30:44 AM

12/20/2016 11:57:35 PM

1/19/2016 5:57.48 PM

5/2/2016 6:47:44 AM

11/6/2016 11:42:30 PM

10/5/2016 5:17:33 AM

9/9/2016 5:00:41 AM

4/117/2017 5:06:34 AM

22272017 3:28:59 AM

Actions

Select

Select

Select

Select

Select

Select

Select

Select

Select

Select

Select

Select

Select

Select

Once in place, an org chart tool quickly becomes one of the most used workforce planning

tools in an organisation. New starters are able to place themselves in the hierarchy and learn

who's who in the zoo.

Most importantly, managers and HR teams have access to live, accurate workforce planning

data that allows ongoing monitoring, evaluation and review of the organisation's workforce

planning strategic objectives.
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Want to learn more about best practices for assessing your workforce and designing future
state proposals? Check out our org design webinar: Essentials of Current State Analysis &

Future State Testing.

U

’_ﬁ

Essentials of Current State
Analysis & Future State Testing

Org Design Workshop --Pagt

~ONAVIGO

If you have specific challenges that you and your organisation are facing and would like to

discuss, please feel free to get in touch.
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