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Abstract

This paper presents a system for strategic workforce management and an approach to workforce development. The system is composed of six components.  Each component is introduced in the context of the overall system.
Three of the six components are development components. These are Leadership, Talent, and Lifeskill.  The remaining three components are supportive in nature.  These are Reward, Review, and Succession Management. Each component is described in sufficient detail to provide an understanding of the component and how the six components integrate to form a comprehensive system.

Following the description of the six components, the paper describes a process model for implementing the overall Strategic Workforce Management system, and a process model for the six components.  The end result of each component process model is a report that when combined with the other five component reports constitute a strategic view of an organization’s workforce.
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Introduction

The purpose of this paper is to present a system for Strategic Workforce Management and an approach to workforce development. The framework is composed of six components and each is described in the context of the overall system.
Three of the components are development components. These are Leadership, Talent, and LifeSkill development. The other three components support the development components. They are Reward, Review, and Succession Management. Each component is described in sufficient detail to give the reader a fundamental understanding of the component and how the six components integrate to form a comprehensive system for Strategic Workforce Management.

Following the description of the six components, the paper presents a process model for implementing each of the six components. This model utilizes the same steps for each of the six components, only the elements of each component and the methods for measuring and assessing each component change.  The end result of each component process model cycle is a report that, when combined with the other five reports, constitute a strategic view of an organization’s workforce.  

The Six Components of Strategic Workforce Management

There are six components that comprise the Strategic Workforce Management system. These components are divided into two categories, development and development support. Each category incorporates three components. The development category includes Leadership, Talent, and LifeSkill development. The development support category includes Reward, Review, and Succession Management. All six components are essential to workforce development and Strategic Workforce Management.
This system is built on the belief that one component cannot be emphasized at the expense of another and no component can be ignored. The system is built instead on the notion of an integrated whole in which each component is equally important to the overall system. 
A superb metaphor for describing the overall system is the spider web. In this case, the web is anchored at six points; each point represents one of the six components. Like the spider web, if any of the six points (components) is weakened or fails, the entire system weakens and fails. With that analogy in mind, the first of the six components to be explained will be Leadership development.
The Leadership Development Component

The military services, and by extension, the Department of Defense have always recognized the need for leadership development.  A great deal of time and expense are spent developing leadership at a variety of levels within all three services and the Marine Corps.  While past efforts have focused predominately on the uniformed members of the services, efforts to include civilian personnel are now in place or in the pipeline.  
To develop leadership within a workforce, leadership development must begin during new employee orientation and continue throughout employment. Zenger et al. (2000, p. 26) lends credibility to this approach by stating that leadership development should be transformed from an event into a process.  

That process should encompass all leadership development activities including the design of new employee orientation programs and the design or selection of workshops, courses, and seminars.  It must also include a continuing learning requirement, coaching, and mentoring activities. By integrating these activities into one development process, the lessons of leadership development are continually reinforced. 

It becomes incumbent upon those managing the leadership development effort to insure consistency in every aspect of this component.  However, leadership development efforts must also take a deliberate approach. This deliberate approach is to base all leadership development efforts on three levels.  Those levels are core values, guiding principles and workforce competencies. 
Application of this approach starts with the individual and the individual's values and principles. Each person that joins a company or organization brings with them a unique set of values and principles. The proposed approach to leadership development recognizes this fact and builds outward, from the individual, through core values, guiding principles and workforce competencies. 

Each of the military services and the Marine Corp has established a set of core values.  These core values become the starting point for the leadership development effort.  

There is published commentary that supports values as the starting point for leadership development. Kuczmarski and Kuczmarski (1995, p. 11) argue that values-based leadership is the only way to fill the leadership void in the United States. Covey (1990) also offers extensive discussion of values. Hesselbein (1999, p. 7) indicates that today’s young are looking “for evidence of values-driven leadership because they see too many examples of people in positions of authority who are self-serving, focused only on financial lines, or simply indifferent to others.” 

Like core value, the importance of guiding principles cannot be overlooked. Collins and Porras (1997, p. 221) make reference to core ideologies, and state that “taken with the core values, establish the system of beliefs that underlie the company vision and mission.” As used in this paper, the term guiding principles is inserted for the term core ideologies.  However, the concept of a set of principles that underlie the company vision and mission remains constant.   

Guiding principles must be practiced and adhered too in order to guide behavior. This is the lesson of principles for organizations striving to develop leaders; core values and guiding principles must be practiced in order to influence leader behavior.

An excellent list of guiding principles for leadership development is provided by Kouzes and Posner (1995).  Presented as leadership practices, the five principles are inspire a shared vision, encourage the heart, challenge the process, enable others, and model the way.  At the Aeronautical Systems Center, Wright-Patterson AFB, a sixth principle, “have fun,” is added to this list.

The last step in developing leaders is to establish a set of workforce competencies and then focus efforts on developing those competencies throughout the workforce.  Dalton (1997, p. 46) defines competencies as "behaviors that distinguish effective performers from ineffective ones.  Certain motives, traits, skills, and abilities are attributed to people who consistently behave in specific ways." 


The Air Force has adopted a set of enduring competencies that meet this requirement.  The leadership development effort must provide education, training, and practical opportunities to develop these competencies.  However, these workforce competencies also play an important role in the second development component - Talent.
The Talent Development Component
The second component is the Talent development component. Talent development is perhaps the component most familiar to organizations.
Similar to leadership development, it must be remembered that each individual comes to an organization with a unique set of skills, knowledge, and experiences.  Dubois (2004, p. 46) indicates workforce development is designed "to build on individual knowledge, skills, and attitudes to meet present or future work requirements." It is the responsibility of the organization to build upon this foundation. 
To achieve that end, the talent development component also involves development at three levels; core knowledge, position qualification, and workforce competencies. Like leadership development, it is incumbent upon those managing the talent development efforts must insure consistency in every aspect of this component.  
Core knowledge is described as the minimal skills and knowledge necessary to perform a job or function. Core knowledge for a professional position would include the knowledge and skills obtained through completing a college degree. Core knowledge for a wage grade position might include skills learned through attendance at a technical school. Core knowledge in some fields is gained through on-the-job training and work experience. 

In those occupations in which core knowledge is gained through initial employee training or on-the-job-training, defined task-breakdowns must be established in order to facilitate training the core knowledge. Dubois (2004) indicates that determining core knowledge involves "examining organizational, individual, and job or work requirements."  
Dubois (2004) further states that the job requirements must be identified and the results expected of the worker must also be identified. Once the requirements and results are identified, an instructional systems development (ISD) model can be used to create suitable training plan for core knowledge training.
The second level of talent development is position qualification. Position qualification builds from core knowledge. It includes education and training that is unique to a particular discipline, series, function or position. For instance, an individual graduating from college with a business degree might find themselves employed by a financial service organization.  Position qualification training is specialized training and education that prepares the individual to provide customer counseling covering the wide variety of financial instruments. 
Position qualification training might also be education and training that prepares the individual to sit for a certification examination. For an accountant, position qualification development might include education and training designed to prepare the individual to sit for the Certified Public Accountant (CPA) examination. Regardless of the specific field, position qualification permits the individual to perform beyond the core knowledge level.

 The third level of talent development is the workforce competencies level. At this of third level, talent development converges with leadership development through a common set of workforce competencies. By converging leadership development with talent development at the workforce competency level, focus is maintained on those competencies that permit the individual to utilize the skills and knowledge they have developed to add value to the organization.  

This convergence is the means for avoiding Dalton's (1997, p. 46) criticism of competency modeling as "list making."  It is also the means for guiding and influencing organization culture.  
Dubois (2004) indicates, "Competency models, then, include elements of an organization's expectations or culture."  By developing a competency model that is not built on functional or "stovepipe" skills, knowledge and attitudes, the organization can achieve workforce competencies that are a reflection of the organization culture. A competency model, built from one set of workforce competencies, would apply across all functions within the organization. 
However, leadership and talent development comprise only two-thirds of the development triad necessary to achieve complete workforce development. LifeSkills development is the third and final development component.
The LifeSkill Development Component

LifeSkills are the knowledge and skills that enable members of the workforce to function in a healthy and productive manner.  Albertyn et al. (2001, p. 180) discuss the value of LifeSkills development on individual empowerment. Further, Albertyn et al. (2001, p. 181) indicate that empowerment occurs on three levels; the personal (micro) level, the interpersonal (interface) level and political (macro) level. 
The researchers indicate that at the personal level "empowerment refers to the way that an individual feels about her/himself, including, among others, issues of self-esteem, dignity, feelings of self-efficacy, self-confidence, positive self-concept, leadership, coping skills, sense of agency and personal responsibility."  

At the interpersonal level, Albertyn et al. (2001, p. 180) indicate empowerment "refers to the relationships immediately around the individual, for example the family, social group and significant others. It refers to mutual respect and support caring, individual assertiveness, ability to make a difference, problem-solving and decision-making. 
At the political or macro-level, Albertyn et al. (2001, p. 180) indicate empowerment “refers to critical reflection on issues, participation to bring about change and awareness of rights.”  
The conclusion of this research indicated positive gains in all three levels of empowerment for individuals completing a LifeSkills program. This has significant implications for organizations interested in increasing the productive capacity of a workforce and underscores the need for LifeSkills development as the third critical development component.

Like leadership and talent development, LifeSkills development begins with the individual and expands outward. In the case of LifeSkills, the three layers of development begin with LifeSkills core knowledge, extends through LifeSkills proficiency, with the final level again being the workforce competencies.

Examples of LifeSkills core knowledge areas would be healthy lifestyle, financial management, and effective communications. Specific core knowledge would include subject areas such as basic budgeting, balancing a checkbook, and understanding consumer credit. Healthy lifestyle core knowledge might include healthy diet, stress management, and a basic physical fitness regimen. Effective communications core knowledge might include conducting a short briefing and writing effective email and a simple letter. In addition, core knowledge in basic communication might also include developing reading skills. 

At the second level, LifeSkills proficiency, development would move into subject areas such as retirement planning, exercise and diet, and constructing more complex written correspondence. The intent is to build upon the core knowledge in such a fashion that a logical sequence of learning is achieved and skills and knowledge are increased. The return on investment to the organization comes in the form of a more capable and productive workforce.
At the third level of development are the LifeSkills competencies that pertain to the entire workforce. At this level, the competencies are again the same workforce competencies used in both the leadership and talent development components.  
This completes the description of the three development components of workforce development. The next three components are those that support development. The first of these is the Reward component.
The Reward Supporting Component
The reward component of this system is similar to performance review in most organizations, however, the focus changes from performance to development. It is the Reward component that impacts employee compensation. While it is a review of an established period of time, such as a one-year period, the review encompasses two factors. The first is competency development and the second is contribution to organization success. 
Birchfield (2004, p. 64) in quoting Garrett Sheridan, indicates that base pay should be linked to individual competency. Birchfield further quotes Sheridan as saying, "As individuals grow their competency they become a more valuable asset and their base pay should increase." 
However, Birchfield also quotes Sheridan as saying, "But variable pay that is linked to year-on-year or quarter-on-quarter performance should be linked to business results." In other words, Sheridan advocates for the variable portion of each individual's compensation to be based on a pay-for-performance basis linked to established measures of company performance. 

The Strategic Workforce Management model, described in this paper, rejects pay-for-performance at the individual level.  Instead, this model advocates a pay-for-contribution model at the team level as the basis for the variable portion of employee pay.  In this sense, compensation "rewards" both competency development and contribution to organization success.  

In this model, the individual is rewarded for developing competencies that, in-turn; contribute to the success of the team and the organization.  Any variable factor of the Reward component is based on each person’s contribution toward achievement of organization goals and objectives, in a team context, rather than performance results for an individual position. 
There are two primary reasons for rejecting a pay-for-performance system tied strictly to quantitative measures of performance.  First, quantitative measures, regardless of how derived or how tied to company success, are open to manipulation.  The continuing scandals at corporation after corporation that involve altering financial and other performance data supports the notion that use of performance measures to determine pay or bonuses can lead to manipulation of performance measures.

The second reason is pay-for-performance encourages individualism and not teamwork.  It encourages people to approach work from the standpoint of the individual and not as a member of a team.  In an environment that purports to encourage teamwork, pay-for-performance pits each individual against all other team members in the pursuit of compensation, be it regular compensation, a variable component or performance bonuses.   
The change in emphasis from performance evaluation to competency development and from pay-for-performance to pay-for-contribution is a significant change in orientation.  I believe this change in orientation is very consistent with the teachings of W. Edwards Deming.
Dr. Deming, in his 14 points, advocated the removal of fear from the workplace.  Deming also advocated an end to the use of Management by Objectives and the use of numerical objectives and goals.  Further, Deming advocated the removal of merit ratings.  On the other hand, Deming did advocate instituting a vigorous program of education and self-improvement.
Deming also advocated elimination of personal review systems, evaluation of performance, merit ratings, annual reviews, or annual appraisals.  Deming believed the effects of these reviews or evaluations were devastating to the organization.   

Adoption of the Strategic Workforce Management system meets the spirit and intent of Dr. Deming’s points.  It eliminates fear by removing individual performance appraisal.  It eliminates the use of performance measures (data) to assess individual performance. It eliminates the merit system, based on performance measures as the means of determining pay or pay increases.  
By introducing the practice of tying the variable portion of pay to an assessment of contribution, at the team level, instead of the individual level, the organization will eliminate the harmful effects individualism has on the team.
At the same time, by basing pay increases on competency development, it encourages the organization to institute a vigorous program of education and self-improvement.  
Within this system, the evaluation made by the manager or supervisor is an evaluation in the context of an overall team, office or function. The operative question is “How did this team’s effort contribute to the overall office, function, and organizations’ ability to achieve its goals and objectives?” 
In this sense, the supervisor is determining the contribution of each team as a part of the whole rather than assessing each individual. In this way, the focus is on office or organization mission accomplishment and not on individual performance or accomplishment.
The Reward component supports the three development components by placing emphasis on competency development rather than emphasis on job performance.  This emphasis on competency development is further strengthened by the second supporting component, the Review component.

The Review Supporting Component

The second of the development support components is titled Review.  However, this is not a feedback or appraisal process. Rather it is a feed-forward coaching opportunity. The purpose of this review is to assist the individual employee with their individual development efforts.  Both the individual and the supervisor/manager have responsibilities within this component.

The individual is responsible for self-evaluation and self-development efforts.  Self-Evaluation could include use of multi-rater instruments to identify strengths and weaknesses for further development.  Self-development is efforts on the part of the individual to develop new competencies that enable the individual to reach career goals while increasing ability to contribute to organizational success.  

Self-development efforts could include pursuit of a college degree, a first or subsequent certification, or a class or course designed to improve a specific skill or ability.  Examples would include completing an effective writing course or a public speaking course. It might also include completing a stress management course or a course in personal financial management.  Finally, it might include completing a leadership development course. 
As demonstrated by the examples in the preceding paragraph, self-development is always linked to one of the three development components; Leadership, Talent, or Lifeskill.  By focusing on the three development components, with the underlying competencies, the individual is always improving those competencies which are made up of the knowledge, skills, abilities, and experience valued by the organization.  In-turn, the individual is improving his/her ability to contribute to the success of the team and the team’s ability to contribute to the success of the organization.  
The supervisor/manager is responsible for assisting the employee in determining future development needs.  To facilitate this review, the supervisor/manager would use an established competency model to coach the employee. However, this system does not establish a competency model for each individual position.  Rather, this system employs a “competency pool” concept. 
The competency model is built for the level above the individual level.  This might be the team level, office level, or division level.  Instead of a set of competencies designed for a specific, individual position, the Strategic Workforce Management system establishes pools of competencies.  The competency pool concept is used for several reasons.  

First, competency pools offer flexibility in the hiring and staffing processes.  Under a system that establishes essential knowledge, skills, abilities or qualifications for a specific position, the supervisor must hire the individual who best matches those prerequisite qualifications or who has the essential knowledge or skills.  Using the concept of competency pooling, the hiring authority gains flexibility since applicants would not have to meet every essential qualification to be hired.  

An analogy will help make this point.  The analogy is the draft system used in professional sports, specifically football.
Under the draft system, a team can draft using one of two approaches.  The team can draft for a specific position or the team can draft the “best” athlete available.  If the team drafts for a specific position, the potential draftee must meet all the essential qualifications for the position.  This limits the potential pool of qualifying athletes.  However, if the team approaches the draft from the “best” athlete standpoint, that athlete could meet the requirements for any position on the team.  This approach broadens the pool of qualifying athletes the team can consider. 

Applying this same concept to a team, office or other entity, the hiring authority could hire the best candidate, based on the competency pool, regardless of qualifications for a specific position.  This puts flexibility into the hiring process.  It will also increase the possibility for career broadening opportunities by existing employees.
The second reason for adopting the competency pool concept is that it greatly increases a hiring authority’s ability to select disabled persons for positions.  Under the current practice of delineating specific qualifications for each position, a disabled person may not be able to meet every qualification listed in the job description.  However, under the competency pooling concept, the disabled person would only have to meet the qualifications of a broader set of competencies to be selected.

For example, if an individual job description included the ability to respond to verbal and written customer inquiries and a candidate had a speech impediment, the hiring authority might hesitate to hire.  If however, a competency pooling system were in place, the hiring authority would have the ability to select the individual and allow them to only respond to written customer inquiries, while other employees responded to verbal inquiries.  This is only one example to illustrate the concept.  
Third, the competency pooling concept encourages the sharing of knowledge and skills within the team or office.  It does so by broadening the pool of those qualifying for positions on a particular team or in a given office.  Competency pooling would encourage broader assignment possibilities and would discourage functional “stove-piping.”  Individual employees would be eligible for a broader range of positions, thus encouraging career development and the learning of new competencies, knowledge, skills, and abilities.
Adoption of this system and the Review component described changes entirely the dynamic of feedback and eliminates performance review.  The emphasis on coaching changes the dynamic from a confrontational dynamic to a helping, even nurturing, dynamic.  By removing the “fear” of performance review and replacing it with a developmental review, the employee is encouraged to continually develop new and improve existing competencies.  This increases the employee’s ability to contribute to organizational success and removes the “pain” from the current performance feedback system.
However, the key to the Review component continues to be a focus on development and competencies.  The Review component also integrates with the third supporting component, Succession Management.

The Succession Management Supporting Component

Within the Strategic Workforce Management system, succession management also becomes a two-sided exercise. One side of succession management is individual career management. The other side is organizational workforce management.

From the perspective of the individual, succession management involves career planning. In this system, the individual becomes responsible and accountable for taking an active interest in their own development and career planning. Birchfield (2004) quotes Ian Jacob as saying, "Really talented people manage their own careers. When people accept responsibility for their own career management, by extension they accept responsibility for their own development.” 

The individual is responsible for determining career goals.  These goals may include career progression in a specific series or specialty area or may include options such as a career broadening assignment, cross-training, even a mobility assignment to gain further experience.  
Supervisors and managers must also take a role in assisting the individual with career planning.  Discussion with the individual would seek to integrate the individual’s career planning efforts with the needs of the organization.  The supervisor must be prepared to discuss career planning options or make referral to an appropriate career counseling agency, such as the Civilian Personnel Office.  

It is the need to help the individual with career planning that places increased emphasis on the organizations ability to anticipate future workforce requirements.  This need to anticipate future workforce requirements is the second side of the succession management component.  

From the perspective of the organization, workforce management involves planning for workforce needs and execution of the planning efforts. It requires identifying circumstances and changes in strategic direction that will impact workforce development efforts and the mix of workforce competencies needed in both the present and future.
This requires being able to anticipate workforce needs in the future and taking steps to develop members of the workforce in advance of those needs. It means the senior executives of the organization need to develop the ability to anticipate in the present what the workforce mix will look like in the future.

This requires that organizations abandon the current practice of focusing only on near-term workforce needs and begin operating from a longer-term viewpoint.  In other words, organizations need to begin practicing strategic workforce planning as an integral part of overall organizational strategic planning.  By so doing, organizations can insure workforce members are developing the competencies, knowledge, skills, and abilities that are both needed in the present, but also those that will be needed in the future. This includes developing future supervisors, managers, and executives. 
By extending workforce planning into the future, workforce development can anticipate future requirements and begin development efforts toward those future needs.  In this way, an organization’s workforce is continually learning and evolving.  In addition, the competencies of individual workforce members stay viable over the long-term.  
This then completes the description of the six components of the workforce development system. In the next section, the process model for implementing each of the six components will be described.  

The Process Model for the Strategic Workforce Management System

The overall process model contains only three steps.  These are input, throughput, and output. Input is described as the current state of the workforce. In the implementation year, the current state would be determined using notional information.  In succeeding years, both quantitative and qualitative data would be available to give a more precise current state of the workforce.  

The throughput step of the overall process model contains the six components of the Strategic Workforce Management system.  Each of these components will constitute a subordinate process model. 
The final step of the process model is the end state.  The end state is always stated as an ideal. It is something to strive toward and progress is always measured against this ideal. This end state should tie the workforce directly to the vision and mission of the organization.  

As stated above, each development and development support component becomes a subordinate process model. For the sake of brevity in this paper, only one component will be taken through the process model. That one component is leadership development. 

Each of the six subordinate process models mirror the input, throughput, and output steps of the overall process model. The current state is the current state of leadership development. The throughput step encompasses the methods employed to provide education, training, and experiences in leadership. There are six elements used in the leadership development model. These are orientation, workshops/seminars/courses, a qualification program, a continuing learning program, as well as coaching and mentoring.   
The output step of the leadership development process model is similar to the end state of the overall process model. Like the overall process model it is stated as an ideal end state and ties directly to the vision and mission of the organization.  This solidifies the goal of the leadership development effort to the organization strategic planning effort.
Unlike the overall process model, the subordinate component process models each includes a feedback loop. Within each feedback loop there are five steps. These steps are Planning, Execution, Measurement, Assessment, and Scan. 
The feedback loop begins with the Planning step.  The purpose of this step is policy formulation and determination of specific goals for the leadership development effort. The primary output for this step is the leadership development objectives. These objectives are translated into executable action plans in the second feedback step.
The leadership development planning committee is composed of members of the organization executives and other interested parties.  Within the Department of Defense, these other parties might include a labor representative, a representative from the enlisted corps, the officer corps, and a Federal civilian representative.
The second feedback step is the Execution step for leadership development. In this step, the objectives established in the planning step are converted into action plans.  The organization must designate an office of primary responsibility for executing the leadership development objectives.   

  
Success toward achieving the leadership development objectives is measured in the Measurement step of the feedback cycle. This is not measurement of the overall success of the leadership development component, rather in this step only the elements of the leadership development component are being measured. 
Measures used in this step would primarily be forecasting measures such as time-series and causal models. (Render & Stair, 2000, p. 159) These measures would indicate acceptance of the leadership development effort, but not determine overall success. The overall success of the leadership development component is tracked in the Assessment step of the feedback cycle. 
The Assessment step is divided into two assessments, individual and organization. Individual assessment is tracked by using a formative/summative assessment instrument. There are a multitude of 360-degree or multi-rater instruments that would meet the need for an assessment instrument. 
Multi-rater feedback instruments play two roles in the leadership development system.  First, these instruments play a role in individual development.  Second, the instruments are used to gauge effectiveness of the leadership development component.  

On the individual level, multi-rater feedback instruments would be administered to an individual entering the leadership development program. The same instrument would be administered upon completion of the development program. The results of the summative assessment should show improvement over the formative assessment.
However, the results for each individual would then be rolled up into a composite organization assessment.  By compiling results for the entire organization, improvement in the area of leadership would be documented across the organization.  

The organization assessment is an organization climate survey. Many organizations currently use a survey instrument to measure employee satisfaction with various aspects of organization life. This instrument may be sufficient to assess the overall success of the leadership development component if the instrument is used to assess satisfaction with areas such as supervision and leadership.
The last step of the feedback cycle is Scan. This is a SWOT analysis of strengths, weaknesses, opportunities and threats. The analysis of strengths and weaknesses is an internal scan and the analysis of opportunities and threats is an external scan. In this step, the results of the measurement step, the Assessment step and the Scan are combined into an annual report on the state of the leadership development component. This report becomes the current state for the next year’s leadership development cycle and feeds back into the planning step for the next year’s effort.   

This process model is the same process model that is employed for each of the six development and development support components. In each case an initial current state must be determined, using notional data for the implementation year. In addition, each of the three development components would utilize the same six elements for development of leadership, talent, and LifeSkills.  For each of the six components, the feedback cycle would result in an annual current state report. The six reports would then be combined into one, state of the workforce report. 
This comprehensive report would serve as the Human Resource departments input into the organization’s strategic planning effort. If an organization has adopted the balance scorecard approach to strategic planning, the comprehensive report would serve as a basis for the “Workforce and Infrastructure” quadrant of the balanced scorecard.
Conclusion

The intent of this paper is to introduce the reader to a system for Strategic Workforce Management and an approach to workforce development. The system described is composed of six components. Three of the components are development components.  These are Leadership, Talent, and LifeSkill.  The other three components are supportive in nature. They are Reward, Review, and Succession Management. 
It was the intent of the paper to provide sufficient detail to give the reader a fundamental understanding of the component and how the six components integrate to form a comprehensive system for Strategic Workforce Management.
Following the description of the six components, the paper presented a process model for implementing each of the six components. The process model utilizes the same steps for each of the six components, only the throughput elements of each component and the methods for measuring and assessing each component change.  The end result of each component process model is a report that when combined with the other five reports constitute a strategic view of an organization’s workforce.  

It is the author’s belief that adoption of this integrated system will, over the long-term, lead to improved workforce management for the organization.  The system encompasses concepts that remove fear of the annual performance evaluation, for both employees and supervisors.  The system encourages teamwork while reducing individualism and the possibility of favoritism.  The system places emphasis on the ongoing development of an organization’s workforce, which ensures each individual is able to contribute to the success of the organization.  Finally, the system drives long-term, strategic human resource management that is tied directly to the strategic planning efforts of the organization. 
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