
Last year’s sudden financial crisis and
the massive layoffs that came in its wake
beg a question: Is workforce planning pos-

sible in any meaningful way?
It is, say firms that sell

workforce planning software.
Vendors such as Vemo, In-
fohrm and HumanConcepts
pitch products designed to
help companies prepare for

the future of their workforces. 
The tools, which tend to focus on either

short-range or long-term planning, aren’t
perfect. Over-reliance on data-crunching

software can cause companies to lose sight
of intangibles that are crucial to a compa-
ny’s culture, for example. And as the reces-
sion demonstrates, business predictions are
highly fallible.

But workforce management software is
selling at a brisk pace. That’s partly because
of a recession that took much of the world
by surprise, vendors say. They argue that
many firms responded to the downturn
with crude people cuts that cost them key
talent or handicapped their growth. Wisely
implemented, workforce planning tools
promise to help organizations handle vari-

able business demand, says Brian Kelly,
president of Infohrm for North America. 

“We can’t predict economic downturns,”
he says. “What we can do is help organiza-
tions manage through good and bad times.”

PLANNING STRATEGIES

Workforce planning software refers to
applications that allow companies to fore-
cast the number and kind of employees
they will need at some point in the future.
A cousin to succession management, which
focuses on specific positions in a firm,
workforce planning tends to home in on

Talent planning for the times
Source: Knowledge Infusion and IHRIM Fifth Annual Talent Management Survey, August 2009

After the chaotic cutting of the latest recession, many employers are looking at workforce planning
software to provide more stability in meeting both their short- and long-term talent needs.

Stories by Ed Frauenheim

o c t o b e r  1 9 ,  2 0 0 9  w w w . w o r k f o r c e . c o m | Workƒorce MANAGEMENT            37

Source: Bersin & Associates, March 2009
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92% Percentage of companies

that implement some level
of workforce planning
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S 21% Percentage of companies that “take a strategic,

long-term approach to addressing the talent
demand, talent supply and the actions necessary
to close the gap between the two”

Kelly

PLOTTING THE TALENT COURSE
While some organizations say they have the data they
need to make workforce planning decisions, more
than half say they don’t, or don’t know if they have
the data (below). Companies’ talent management
strategies are often driven by gaps, skill shortages or
immediate layoff demands (right). Workforce planning
software is meant to help companies take a longer-
term approach to the process and avoid the “binge/
purge” cycle of hiring and firing.
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Yes

No

I don’t know

47.7%
44.8%

7.5%

Current or
imminent
leadership

gaps

Lack of
desired

knowledge
and/or skills

Layoffs/
workforce
reductions

Lack of
understand-
ing compa-
ny’s current
workforce

Regulatory
compliance

Anticipated
mergers and
acquisitions

for your
company

Geo-
graphical
expansion

Retirement
of critical/
executive

roles

Higher-than-
desired

employee
turnover

WHAT ARE THE CURRENT DRIVERS OF YOUR HUMAN CAPITAL/
TALENT MANAGEMENT STRATEGY AT YOUR ORGANIZATION?
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