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Five Facts That Frame the Situation

The impact of the aging workforce on gover I or will
pose dramatic challenges to serving the citizen over the next 25 years

Fact #1: The impact of the aging workforce is one of the premier issues

in the eyes of State government leadership
Fact #2: Most States/Agencies are aware of the depth of the problem
and many have even conducted detailed analysis and forecasts
in this area
Fact #3: Most still are relatively ‘frozen’ regarding how to attack and
manage the problem
Fact #4: Most States/States are likely view this as an ‘HR’ problem and
solution
Fact #5: Those who maintain the status quo framing of the situation will
likely be outperformed by others in the attraction of
organization required talent
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‘Quantity’ Related Workforce Statistics

Key Demographic Trends

v For the first time in American history, the number of younger workers
entering the labor market will not replace those who are leaving

v Every day 10,000 Baby Boomers turn 55 years old

v One in six workers are age 55

v For every two experience workers leaving the workforce, one will enter

v Workers age 25 to 34 shrank by almost 9% over the last decade

v By 2010, American businesses will face a labor shortage of more the 10
million workers

v By 2030, the gap will grow to 35 million

Corporate Leadership Counci
State of the Workforce 2004: United States
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A Real Life Example...

In this large (40k employees) state agency’s case the average employee
age is 43 years old, the average tenure with the organization is 10.25
years and roughly 7% of the workforce is retirement eligible right now.
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Anticipating the Talent Gap

When considering current Age and Tenure data, it is predicted that
this large state agency will face a workforce deficit of 22.5% in ten
years due to the affect of retirement alone...40% in 15 years

Conservative Scenario Likely Scenario

=

When considering the effect of retirement, coupled with a
conservative level of turnover (12% per annum), this agency will
have to attract, select and place between the equivalent of 2-3 full
employee cycles over the next decade. Many organizations have
even more extreme circumstances than this scenario.
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Managing the Gap Between Supply & Demand

Many government organizations are quantifying the impact of the aging
workforce and anticipating dramatic competition for qualified talent
driving the immediate development of strategies and programs to ‘bend
the curves”and close the gap

Example Gap Scenario Closing the Gap through ‘Bending the Curves’

Deloitte.

... framing some of the issues

Not only will there be fewer available workers ‘during the trough’, but
new workers are not bringing with them the skills or education
necessary to perform jobs being vacated by the retirement boom

v Today, 85 % of jobs require education beyond high school, compared to
61% in 1991

v Graduation rates at public universities has fallen from 48% in 1998 to 41%
in 2002

v Only 38% of the US labor force holds at least a 2-year degree

v It is estimated that 60% of future jobs will require training that only 20% of
the current workforce possesses

v By 2012, the American labor force will experience a 33% shortage of four-
year degree candidates (a shortfall of 6 million graduates)

v Even with unemployment at a relatively high level in the recent recession,
unemployment rates were deceptive because of the lack of qualified
candidates in many professions

Corporate Leadership Council
State of the Workforce 2004: United States
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Two Issues
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Bending the Demand Curve Down

The primary levers in bending the
The anticipated gap between demand curve ‘down’ include:
supply a"f’ demand is so large Productivity Enhancement
that '_:los'"g the _gap will also v Develop aggressive productivity programs
require aggressive efforts to to organizational performance through
reduce demand for employees business process reengineering,
organizational consolidations, etc.

v In many cases will require fundamental
and perhaps dramatic organizational
redesign

Automation

v ‘Raising the bar’ in terms of systems-based
automation, workflow management,
decision support/management, work
elimination and shifting, etc.

Sourcing

v Evaluate and implement beneficial sourcing
alternatives such as outsourcing, co-
sourcing, shared service operations, etc.

Self-Service
¥ Redesign product and service programs to
capitalize on customer self-service, etc.

Deloitte.
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Bending the Supply Curve U

The primary levers in bending the

Influencing the Supply Curve supply curve ‘up’ include:

requires a comprehensive, Attraction and Selection
multi-faceted approach v Develop aggressive programs that capture a
requiring a ‘talent portfolio” disproportionate share of available and
Pperspective qualified talent

Talent Retention/Extension

v Redesign retirement and rewards programs,
increase training and internal mobility,
promote extended lengths of service and
increase competitiveness for talent

External Talent Development

v Develop programs and alliances to train talent
that does not bring requisite skills

Alternative Work Programs

v Develop programs to reach new and emerging
talent pools and accommodate existing worker
preferences

Capability Transfer

v Develop programs to retain knowledge as
talent leaves and share knowledge to aid in
performance of junior staff

o UNC. Deloitte

Bending the Curves - Understanding Veterans
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Characteristics

« Consistency

« Uniformity

« Conformity-oriented

« Logic, not magic

« Disciplined, strong work ethic

« Past-oriented and history-absorbed

o UNC w Deloitte
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Bending the Curves - Understanding Boomers

1946

1964

1979 19
LI T e

Characteristics
+ Service Oriented

+ Driven
» “Extra Mile”
« Relationship focused

« Team players
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Bending the Curves - Understanding Gen X’ers

—

Characteristics
« Adaptable

« Techno-literate
« Independent

+ Creative

Deloitte
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Bending the Curves - Understanding Gen Y’ers

1925 1946 1964 1979
|

Veterans Boomers  NGen X INGERN.

Characteristics

« Collective Action

« Optimism i
« Tenacity

« Multi-task

« Tech-savvy
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Boomers and Gen X

“They’re too political”

- e
“It's all about me."

- e

“ To work late or not work late, that is the question.”

Gen X and Gen Y

"Authority figures should set and enforce rules”
-

"| trust authority figures to act in my best interest."
- e

“ | feel comfortable asking for special treatment.”

.., Deloitte.
Generation “Why Should I?”
Strengths and Vulnerabilities
Strengths
Vulnerabilities
EPO
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Attracting and Fngaging Generation Y?
Potential strategies employers can use to understand,
appreciate, and meet the Gen Y needs identified
Gen Y Workplace Needs Strategies for Employers Gen Y Values
Long-term career development | Enable career planning and mobility, train
and multiple experiences talent, foster mentoring, cultivate networks
Sense of purpose/meaning in Enable individual goal development and
the work pursuit, communicate corporate vision,
focus on strengths
* Flexibility
Open social networks that Create organizational agility, enable o
embrace honest communication | networking, mentoring, offer channels for SEED
feedback « Respect
Work/life flexibility Solicit employee input, create flexible work- + Accessibility
spaces/arrangements
Tech-savvy work environment Employ online recruiting, offer flexibility
around media choice, offer gaming
simulations as a learning tool
Deloitte

Connect to The Mission
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Key Concept for Governments

Total Rewards are “All transactions between an employee and employer, plus
‘personal workplace experience’, that influence the employee to contribute effort on

the employer’s behalf’- i.e. "The Value of the Work Experience”

Compensation Careef )
Opportunities

Physical Environment
Nature of Worl

ure of Wor
o Interactions With

Life Insurance
« Short/Long-Term Disability
irement Plans.

ers
« Flexibility

Work

Benefits Environment
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The Rewards Spectrum

The “rewards” of employment is a potentially complex picture. Focus around just one
portion of rewards (e.g. current compensation and incentives) may give a biased
picture

Total Rewards

Non-Financial
+ Environment

It clear that employees are motivated by non-financial aspects of their employment —
these may all be viewed as ‘Consumer Driven’ and ‘Career Driven’ rewards.

Satisfaction with a career itself is a critical reward - both for its potential consumer
rewards, and also as an end in itself

Deloitte.

‘What You Can Do?

e First Step

v The first step is to make an honest assessment of where your
organization is today relative to what the generations value most
e Review your work environment

v The quality—not quantity—of communication within the organization is
the biggest indicator of the health of the work environment

v Healthy work environments thrive on meaningful communication, where
the information people share is honest and useful

v People talk openly about their opinions and needs
v Both leadership and employees know their ideas are heard
* Review leadership effectiveness and HR policies and programs.

v Examine all the people practices that are driven by the organization’s
people philosophy

v HR policies and programs are a reflection of the organization’s beliefs
about its people

v These beliefs play a tremendous role in creating the work environment

Deloitte

What You Can Do?

e Invest in leadership development
v Leaders set the tone
v Leaders demonstrate the values of the organization

v How leaders spend their time, who they spend time with, how they

behave and what they reward and recognize sends a clear message to
the organization

* Create multi-generational work teams to spearhead change initiatives
v Bring members of each generation together to develop proposals for
flexible work arrangements or brainstorm ways to re-create work to
allow for increased autonomy, challenge and variety
* Create project teams that combine generation members
v Look beyond traditional coaching and mentoring programs to find ways
to mix up the generations in out-of-the-ordinary ways

Deloitte
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‘What You Can Do?

e Communicate reality
v Be careful not to oversell, particularly with the younger generations.
v If a Gen Y’er joins your workforce and then discovers his or her
experience doesn’t match what they were told, at the push of an email
button, that employee’s entire network will know the truth

Deloitte.

In Closing - Four Key Views...

v This is more than just an 'HR’ issue. When quantifying the impact of
retirement and recruiting challenges on your organizations, its likely
evident that the gap between talent supply and demand cannot be
managed by HR programs alone. It will take productivity, automation and
sourcing solutions as well as HR program tuning to manage the problem

v This is a 'trough’, not a 'cliff’. When looking at Boomer and GenY
demographics, there is about a 25 year period where there will be more
demand for talent than available supply. Managing your organization
through this trough will have significant benefits ‘after the crisis’

v Don’t 'boil the ocean’. When formulating an action plan many look at
the organization as a whole. Focus first on ‘scarce skills” and ‘high demand
positions’ first, then tend to the more ‘commodity’ skills

v Develop an effective approach to developing a solution. Start with a
low-disruption, low-cost, quick-time-to-results approach for developing a
prioritized set of strategic and tactical actions to manage the gap between
talent supply and demand
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About UNC Kenan-Flagler Business School

talent s vital AtUNC pment, we provide unique
learning experiences to create solutions for our partners.

Our approach to program draws lworid, applicable exp our 1
client partners share about face. i

KENAN-FLAGLER

G
BUSINESS SCHOOL
We call this approach Leveraging the Power of Experience. We combine traditional with experiential and unique leaming.

learning and b jation acivites, to think, reflect, and

differently.
Ourgoalis . memorable, learning as well as the
organization iself.
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