\X/ orRkFORCE PLANNING REQUIRES THAT HR LEADERS
PerIODICALLY INTERVIEW THEIR MANAGERS To GAUGE AN
ORGANIZATIONS

W orkFORCE PLANNING REQUIRES THAT HR LEADERS PeRIODICALLY INTERVIEW THEIR MANAGERS To GAUGE AN
ORGANIZATIONS IS A STRATEGIC APPROACH ESSENTIAL FOR ENSURING THAT AN ORGANIZATION MAINTAINS THE RIGHT TALENT
AT THE RIGHT TIME. EFFECTIVE WORKFORCE PLANNING GOES BEYOND SPREADSHEETS AND HEADCOUNT METRICS; IT INVOLVES
ONGOING, MEANINGFUL CONVERSATIONS BETWEEN HR LEADERS AND MANAGERS TO UNDERSTAND CURRENT \WORKFORCE
DYNAMICS, ANTICIPATE FUTURE NEEDS, AND ADDRESS POTENTIAL GAPS PROACTIVELY. REGULAR INTERVIEWS SERVE AS A
CRITICAL TOOL TO ALIGN HUMAN RESOURCES STRATEGIES WITH ORGANIZATIONAL GOALS, ENSURING AGILITY,
COMPETITIVENESS, AND SUSTAINED GROWTH.

THE IMPORTANCE OF REGULAR MANAGER INTERVIEWS IN \¥/ ORKFORCE
PLANNING

UNDERSTANDING CURRENT \W ORKFORCE DYNAMICS

REGULAR INTERVIEWS WITH MANAGERS PROVIDE HR LEADERS WITH FIRSTHAND INSIGHTS INTO THE DAY-TO-DAY REALITIES OF
THEIR TEAMS. MANAGERS ARE ON THE FRONT LINES, OBSERVING PERFORMANCE, SKILLS GAPS, ENGAGEMENT LEVELS, AND
POTENTIAL ISSUES BEFORE THEY ESCALATE. THESE CONVERSATIONS HELP HR:

® |DENTIFY HIGH PERFORMERS AND POTENTIAL FLIGHT RISKS

e GAUGE TEAM MORALE AND ENGAGEMENT

RECOGNIZE SKILL SHORTAGES OR OVERSUPPLY IN SPECIFIC DEPARTMENTS

UNDERSTAND WORKLOAD DISTRIBUTION AND RESOURCE ALLOCATION

ANTICIPATING FUTURE T ALENT NEEDS

\X/ ORKFORCE PLANNING ISN'T JUST ABOUT CURRENT STAFFING BUT ALSO ABOUT PREPARING FOR FUTURE DEMANDS. MANAGER
INTERVIEWS ENABLE HR To:

o GATHER PROJECTIONS ON UPCOMING PROJECTS OR INITIATIVES REQUIRING NEW SKILLS

o IDENTIFY POTENTIAL RETIREMENTS, RESIGNATIONS, OR INTERNAL MOBILITY OPPORTUNITIES

® ASSESS TRAINING AND DEVELOPMENT NEEDS TO BRIDGE SKILL GAPS

® ALIGN HIRING PLANS WITH STRATEGIC BUSINESS OBJECTIVES



ENHANCING STRATEGIC DECISION-MAKING

DATA GATHERED FROM MANAGER INTERVIEWS SUPPORTS INFORMED DECISION-MAKING. HR CAN LEVERAGE THIS QUALITATIVE
INPUT TO:

® DEVELOP ACCURATE WORKFORCE FORECASTS

o DESIGN TARGETED RETENTION STRATEGIES

o CREATE EFFECTIVE SUCCESSION PLANS

OPTIMIZE STAFFING LEVELS TO MATCH ORGANIZATIONAL PRIORITIES

BesT PRACTICES FOR CONDUCTING EFFECTIVE MANAGER INTERVIEWS

ESTABLISH A STRUCTURED INTERVIEW FRAMEWORK

To MAXIMIZE THE VALUE OF EACH CONVERSATION, HR LEADERS SHOULD DEVELOP A STANDARDIZED SET OF QUESTIONS OR
TOPICS THAT ALIGN WITH ORGANIZATIONAL GOALS. THIS ENSURES CONSISTENCY AND COMPREHENSIVE COVERAGE OF RELEVANT
AREAS.

e DISCUSS CURRENT TEAM PERFORMANCE AND CHALLENGES

® EXPLORE UPCOMING PROJECTS AND RESOURCE NEEDS

® |DENTIFY POTENTIAL SKILL GAPS AND TRAINING OPPORTUNITIES

e GATHER FEEDBACK ON EMPLOYEE ENGAGEMENT AND MORALE

ASSESS SUCCESSION AND INTERNAL MOBILITY PROSPECTS

MAINTAIN OPEN AND CoLLABORATIVE COMMUNICATION

BUILDING TRUST IS CRUCIAL FOR HONEST DIALOGUE. HR SHOULD APPROACH INTERVIEWS AS COLLABORATIVE CONVERSATIONS
RATHER THAN FORMAL AUDITS.

® ENCOURAGE MANAGERS TO SHARE CANDID INSIGHTS WITHOUT FEAR OF REPRISAL

® | ISTEN ACTIVELY AND VALIDATE THEIR PERSPECTIVES

e PROVIDE FEEDBACK AND FOLLOW-UP ON PREVIOUS DISCUSSIONS



ScHeDULE REGULAR AND CONSISTENT MEETINGS

CONSISTENCY HELPS IN TRACKING \WORKFORCE CHANGES OVER TIME. HR LEADERS SHOULD ESTABLISH A ROUTINETMONTHLY,
QUARTERLY, OR BI"ANNUAL INTERVIEWWS——DEPENDING ON ORGANIZATION SIZE AND NEEDS.

DoOCUMENT AND ANALYZE INSIGHTS

CAPTURING DETAILED NOTES FROM INTERVIEWS ALLOWS HR TO IDENTIFY PATTERNS AND TRENDS. THESE INSIGHTS CAN BE
INTEGRATED INTO WORKFORCE ANALYTICS AND PLANNING MODELS.

INTEGRATING MANAGER INSIGHTS INTO W ORKFORCE PLANNING STRATEGIES

DATA-DRIVEN W ORKFORCE FORECASTING

MANAGER INTERVIEWS OFFER GRANULAR DATA THAT, WHEN COMBINED WITH QUANTITATIVE METRICS, ENHANCE \W ORKFORCE
FORECASTING ACCURACY. THIS INTEGRATION SUPPORTS:

e PREDICTING FUTURE STAFFING REQUIREMENTS BASED ON UPCOMING PROJECTS AND ATTRITION TRENDS

® DEVELOPING CONTINGENCY PLANS FOR POTENTIAL TALENT SHORTAGES

® ALIGNING HIRING AND DEVELOPMENT INITIATIVES WITH STRATEGIC PRIORITIES

SUPPORTING TALENT ACQUISITION AND RETENTION

INSIGHTS FROM MANAGERS HELP HR TAILOR RECRUITMENT STRATEGIES TO MEET SPECIFIC TEAM NEEDS AND IMPROVE RETENTION
BY ADDRESSING CONCERNS RAISED DURING INTERVIEWS.

® T ARGETED HIRING FOR SKILL GAPS IDENTIFIED IN TEAMS

® DESIGNING ENGAGEMENT INITIATIVES BASED ON MORALE FEEDBACK

® |MPLEMENTING FLEXIBLE WORK ARRANGEMENTS OR CAREER DEVELOPMENT PROGRAMS

DeVELOPING EFFECTIVE SUCCESSION PLANS

MANAGER INTERVIEWS REVEAL POTENTIAL INTERNAL CANDIDATES FOR LEADERSHIP ROLES AND CRITICAL POSITIONS, ENABLING HR
TO DEVELOP TARGETED SUCCESSION PIPELINES.

® |DENTIFYING HIGH-POTENTIAL EMPLOYEES

e ASSESSING READINESS AND DEVELOPMENT NEEDS OF FUTURE LEADERS

® ENSURING BUSINESS CONTINUITY THROUGH PROACTIVE TALENT MOBILITY



ENHANCING ORGANIZATIONAL AGILITY

BY MAINTAINING CONTINUOUS DIALOGUE WITH MANAGERS, HR CAN SWIFTLY RESPOND TO SHIFTS IN BUSINESS PRIORITIES,
MARKET CONDITIONS, OR WORKFORCE CHALLENGES, FOSTERING A MORE AGILE ORGANIZATION.

CHALLENGES AND SOLUTIONS IN MANAGER INTERVIEWS FOR \W ORKFORCE
PLANNING

POTENTIAL CHALLENGES

W/HILE VALUABLE, MANAGER INTERVIEWS CAN POSE CHALLENGES, SUCH AS!

e TIME CONSTRAINTS LIMITING THE FREQUENCY OF MEETINGS

MANAGER RELUCTANCE TO SHARE CANDID FEEDBACK
¢ |NCONSISTENT DATA COLLECTION LEADING TO UNRELIABLE INSIGHTS

® BIAS OR SUBJECTIVE PERCEPTIONS INFLUENCING RESPONSES

EFFECTIVE SOLUTIONS

To MITIGATE THESE ISSUES, HR LEADERS SHOULD:

PRIORITIZE SCHEDULING AND ALLOCATE DEDICATED TIME FOR INTERVIEWS

® TRAIN MANAGERS ON THE IMPORTANCE OF HONEST COMMUNICATION

® USE STANDARDIZED QUESTIONNAIRES AND DATA COLLECTION TOOLS

e COMBINE QUALITATIVE INSIGHTS WITH QUANTITATIVE HR ANALYTICS FOR BALANCED DECISION-MAKING

e FOSTER A CULTURE OF TRANSPARENCY AND CONTINUOUS FEEDBACK

THE RoLE oF TECHNOLOGY IN FACILITATING MANAGER INTERVIEWS



LEVERAGING HR SOFTWARE AND ANALYTICS ToOLS

MoDERN HR TECHNOLOGY CAN STREAMLINE THE INTERVIEW PROCESS, ENABLING STRUCTURED DATA COLLECTION AND ANALYSIS.

e ONLINE SURVEY PLATFORMS FOR STRUCTURED FEEDBACK
® PERFORMANCE MANAGEMENT SYSTEMS TO TRACK PROGRESS AND INSIGHTS

® \X/ORKFORCE ANALYTICS DASHBOARDS FOR REAL-TIME DATA VISUALIZATION

AUTOMATING SCHEDULING AND FoLLow-UPs

AUTOMATED SCHEDULING TOOLS ENSURE REGULARITY AND REDUCE ADMINISTRATIVE BURDENS, FREEING HR TO FOCUS ON
STRATEGIC DISCUSSIONS.

ENSURING DATA SECURITY AND CONFIDENTIALITY

SENSITIVE INSIGHTS REQUIRE SECURE SYSTEMS TO MAINTAIN TRUST AND COMPLY WITH DATA PRIVACY REGULATIONS.

CoNCLUSION

IN TODAY'S COMPETITIVE AND RAPIDLY CHANGING BUSINESS ENVIRONMENT, WORKFORCE PLANNING IS MORE CRITICAL THAN EVER.
¥ orkFORCE PLANNING REQUIRES THAT HR LEADERS PERIODICALLY INTERVIEW THEIR MANAGERS TO GAUGE AN
ORGANIZATIONS HEALTH, CAPABILITIES, AND FUTURE NEEDS. THESE CONVERSATIONS PROVIDE INVALUABLE INSIGHTS THAT DRIVE
STRATEGIC TALENT DECISIONS, ENHANCE ORGANIZATIONAL AGILITY, AND FOSTER A PROACTIVE APPROACH TO TALENT
MANAGEMENT. BY ESTABLISHING A STRUCTURED, ONGOING DIALOGUE WITH MANAGERS, LEVERAGING TECHNOLOGY, AND
INTEGRATING INSIGHTS INTO BROADER HR STRATEGIES, ORGANIZATIONS CAN BUILD RESILIENT, FUTURE-READY WORKFORCES
CAPABLE OF THRIVING AMID CHANGE. REGULAR MANAGER INTERVIEWS ARE NOT JUST A BEST PRACTICE—THEY ARE A STRATEGIC
NECESSITY FOR ORGANIZATIONS COMMITTED TO SUSTAINABLE GROW TH AND SUCCESS.

FREQUENTLY AskeD QUESTIONS

WHY IS IT IMPORTANT FOR HR LEADERS TO PERIODICALLY INTERVIEW MANAGERS
DURING WORKFORCE PLANNING?

REGULAR INTERVIEWS HELP HR LEADERS UNDERSTAND CURRENT \WORKFORCE DYNAMICS, IDENTIFY SKILL GAPS, AND ANTICIPATE
FUTURE STAFFING NEEDS, ENSURING THE ORGANIZATION REMAINS AGILE AND ALIGNED WITH STRATEGIC GOALS.

How DO MANAGER INTERVIEWS CONTRIBUTE TO ACCURATE WORKFORCE FORECASTING?

MANAGER INTERVIEWS PROVIDE FIRSTHAND INSIGHTS INTO TEAM PERFORMANCE, EMERGING CHALLENGES, AND UPCOMING PROJECTS
WHICH ARE ESSENTIAL FOR PRECISE FORECASTING AND RESOURCE ALLOCATION.

1

WHAT QUESTIONS SHOULD HR LEADERS ASK MANAGERS DURING THESE INTERVIEWS?

HR LEADERS SHOULD INQUIRE ABOUT CURRENT \WORKFORCE STRENGTHS AND WEAKNESSES, UPCOMING TALENT NEEDS, POTENTIAL
RETIREMENTS, SKILL DEVELOPMENT OPPORTUNITIES, AND CHALLENGES FACED BY TEAMS.



How oOFTEN sHOULD HR LEADERS CONDUCT INTERVIEWS WITH MANAGERS FOR
EFFECTIVE WORKFORCE PLANNING?

TYPICALLY, HR SHOULD SCHEDULE THESE INTERVIEWS QUARTERLY OR SEMI-ANNUALLY TO STAY UPDATED ON WORKFORCE
CHANGES AND ADAPT PLANNING STRATEGIES ACCORDINGLY.

\WHAT ARE THE BENEFITS OF USING MANAGER INTERVIEWS IN STRATEGIC WORKFORCE
PLANNING?

THESE INTERVIEWS FOSTER BETTER COMMUNICATION, ENABLE PROACTIVE TALENT MANAGEMENT, AND HELP ALIGN \¥ ORKFORCE
CAPABILITIES WITH ORGANIZATIONAL OBJECTIVES.

CAN MANAGER INTERVIEWS HELP IDENTIFY FUTURE LEADERSHIP CANDIDATES?

YES, THROUGH THESE CONVERSATIONS, HR CAN SPOT HIGH-POTENTIAL EMPLOYEES AND EMERGING LEADERS, FACILITATING
SUCCESSION PLANNING.

How cAN HR ENSURE THAT MANAGER INTERVIEWS LEAD TO ACTIONABLE INSIGHTS?

By ASKING TARGETED, OPEN-ENDED QUESTIONS AND DOCUMENTING KEY OBSERVATIONS, HR CAN TRANSLATE INTERVIEW
INSIGHTS INTO CONCRETE WORKFORCE STRATEGIES.

WHAT CHALLENGES MIGHT HR FACE WHEN CONDUCTING MANAGER INTERVIEWS FOR
\WORKFORCE PLANNING?

POTENTIAL CHALLENGES INCLUDE MANAGER BIAS, INCOMPLETE INFORMATION, TIME CONSTRAINTS, AND MISALIGNED
EXPECTATIONS, WHICH CAN BE MITIGATED THROUGH STRUCTURED INTERVIEW PROTOCOLS.

How DO MANAGER INTERVIEWS COMPLEMENT OTHER WORKFORCE PLANNING TOOLS?

THEY PROVIDE QUALITATIVE INSIGHTS THAT ENRICH QUANTITATIVE DATA FROM HR ANALYTICS, RESULTING IN A MORE
COMPREHENSIVE UNDERSTANDING OF W ORKFORCE NEEDS.

\WHAT ROLE DOES FEEDBACK FROM MANAGERS PLAY IN SHAPING HR’S WORKFORCE
DEVELOPMENT INITIATIVES?

MANAGER FEEDBACK HELPS HR TAILOR TRAINING, RECRUITMENT, AND RETENTION STRATEGIES TO ADDRESS REAL-TIME W ORKFORCE
CHALLENGES AND OPPORTUNITIES EFFECTIVELY.

ADDITIONAL RESOURCES

W oRkFORCE PLANNING REQUIRES THAT HR LEADERS PERIODICALLY INTERVIEW THEIR MANAGERS To GAUGE AN
ORGANIZATION’S HEALTH AND FUTURE NEEDS

IN TODAY’S RAPIDLY CHANGING BUSINESS ENVIRONMENT, EFFECTIVE WORKFORCE PLANNING REQUIRES THAT HR LEADERS
PERIODICALLY INTERVIEW THEIR MANAGERS TO GAUGE AN ORGANIZATION’S CURRENT STATE AND FUTURE NEEDS. THIS PROACTIVE
APPROACH ENSURES THAT ORGANIZATIONS REMAIN AGILE, COMPETITIVE, AND WELL-PREPARED FOR UPCOMING CHALLENGES. By
ENGAGING DIRECTLY WITH MANAGERS ACROSS DEPARTMENTS, HR LEADERS GAIN INVALUABLE INSIGHTS INTO OPERATIONAL
REALITIES, TALENT GAPS, AND EMERGING OPPORTUNITIES, WHICH FORM THE FOUNDATION OF STRATEGIC W ORKFORCE PLANNING.



THE IMPORTANCE OF REGULAR MANAGER INTERVIEWS IN \¥ ORKFORCE PLANNING

X/ ORKFORCE PLANNING IS MORE THAN JUST PREDICTING HEADCOUNT REQUIREMENTS; IT INVOLVES UNDERSTANDING THE NUANCED
DYNAMICS OF YOUR ORGANIZATION’S TALENT LANDSCAPE. REGULARLY INTERVIEWING MANAGERS HELPS HR LEADERS:

- ASSESS CURRENT WORKFORCE CAPABILITIES

- IDENTIFY SKILL GAPS AND DEVELOPMENT NEEDS

- UNDERSTAND UPCOMING PROJECTS AND WORKLOAD FLUCTUATIONS

- ALIGN TALENT ACQUISITION AND RETENTION STRATEGIES WITH ORGANIZATIONAL GOALS
- ANTICIPATE FUTURE TALENT NEEDS BASED ON STRATEGIC INITIATIVES

W/ ITHOUT ONGOING DIALOGUE, HR TEAMS RISK MAKING ASSUMPTIONS THAT MAY NO LONGER REFLECT OPERATIONAL REALITIES,
LEADING TO MISALIGNED HIRING, TRAINING, OR RESTRUCTURING EFFORTS.

WHY MANAGERS ARE KEY STAKEHOLDERS IN \X/ ORKFORCE PLANNING

MANAGERS ARE DIRECTLY RESPONSIBLE FOR THEIR TEAMS’ PERFORMANCE AND ARE OFTEN THE FIRST TO RECOGNIZE SHIFTS IN
W ORKLOAD, SKILL REQUIREMENTS, OR RESOURCE SHORTAGES. THEY SERVE AS VITAL SOURCES OF INFORMATION BECAUSE:

- THEY HAVE FIRSTHAND KNOWLEDGE OF TEAM CAPACITY AND PRODUCTIVITY

- THEY UNDERSTAND INDIVIDUAL AND COLLECTIVE SKILL SETS

- THEY CAN FORECAST FUTURE PROJECT DEMANDS AND STAFFING NEEDS

- THEY ARE AWARE OF POTENTIAL RETIREMENTS, RESIGNATIONS, OR INTERNAL MOBILITY OPPORTUNITIES

ENGAGING MANAGERS REGULARLY ENSURES THAT HR’S STRATEGIC WORKFORCE PLANNING IS GROUNDED IN OPERATIONAL
INSIGHTS, REDUCING GUESSWORK AND INCREASING ACCURACY.

How To STRUCTURE EFFECTIVE MANAGER INTERVIEWS

To MAXIMIZE THE VALUE OF THESE INTERVIEWS, HR LEADERS SHOULD APPROACH THEM WITH A STRUCTURED METHODOLOGY.
HERE’S A STEP-BY-STEP GUIDE:

1. DeriNe CLEAR OBJECTIVES

BEFORE SCHEDULING INTERVIEWS, CLARIFY WHAT YOU AIM TO LEARN. COMMON OBJECTIVES INCLUDE:
- UNDERSTANDING CURRENT SKILL GAPS

- IDENTIFYING UPCOMING TALENT NEEDS

- GATHERING FEEDBACK ON WORKFORCE CHALLENGES

- ASSESSING THE IMPACT OF ORGANIZATIONAL CHANGES

2. PREPARE THOUGHTFUL (QUESTIONS

DEVELOP A SET OF OPEN-ENDED QUESTIONS TAILORED TO UNCOVER DETAILED INSIGHTS, SUCH AS:
- WHAT ARE YOUR TEAM’S CURRENT PRIORITIES AND CHALLENGES?

- DO YOU FORESEE ANY UPCOMING PROJECTS THAT WILL REQUIRE ADDITIONAL RESOURCES?

- ARE THERE SKILLS OR ROLES YOU ANTICIPATE NEEDING IN THE NEXT 6-12 MONTHS?

- HAVE YOU NOTICED ANY GAPS OR REDUNDANCIES IN YOUR TEAM?

- ARE THERE EMPLOYEES WHO MAY BE CONSIDERING RETIREMENT OR LEAVING SOON?

- WHAT TRAINING OR DEVELOPMENT INITIATIVES COULD HELP YOUR TEAM PERFORM BETTER?

3. ScHEDULE REGULAR CHECK-INS

CONSISTENCY IS KEY. WHETHER QUARTERLY, BIANNUALLY, OR ANNUALLY , ESTABLISHING A REGULAR CADENCE ENSURES ONGOING



DIALOGUE. REGULAR INTERVIEWS FOSTER TRUST AND KEEP WORKFORCE PLANNING ALIGNED WITH ORGANIZATIONAL DYNAMICS.
4. DOCUMENT AND ANALYZE INSIGHTS

T AKE DETAILED NOTES DURING INTERVIEWS AND ANALYZE PATTERNS ACROSS DEPARTMENTS. LOOK FOR RECURRING THEMES SUCH
AS COMMON SKILL SHORTAGES OR WORKLOAD SPIKES, WHICH CAN INFORM BROADER WORKFORCE STRATEGIES.

5. SHARE FINDINGS AND COLLABORATE

USE INSIGHTS GAINED FROM INTERVIEWS TO INFORM STRATEGIC DECISIONS. COLLABORATE WITH MANAGERS TO DEVELOP ACTION
PLANS FOR TRAINING, RECRUITMENT, OR RESTRUCTURING AS NEEDED.

BesT PrACTICES FOR CONDUCTING MANAGER INTERVIEWS

ToO MAKE THESE INTERVIEWS PRODUCTIVE AND ENGAGING, CONSIDER THE FOLLOWING BEST PRACTICES:

- CREATE A SAFE AND OPEN ENVIRONMENT: ENCOURAGE HONEST FEEDBACK WITHOUT FEAR OF REPRISAL.

- LISTEN ACTIVELY: SHOW GENUINE INTEREST AND ASK FOLLOW-UP QUESTIONS FOR CLARITY.

- BE TRANSPARENT ABOUT PURPOSE: EXPLAIN HOW INSIGHTS WILL INFLUENCE \WORKFORCE PLANNING AND ORGANIZATIONAL
SUCCESS.

- RESPECT MANAGERS’ TIME: KEEP INTERVIEWS FOCUSED AND EFFICIENT, IDEALLY 30-45 MINUTES.
- FoLLOW UP: SHARE HOW THEIR INPUT WILL BE USED AND KEEP THEM UPDATED ON SUBSEQUENT ACTIONS.

Key Torics To CoVer DURING MANAGER INTERVIEWS
ENSURE YOUR CONVERSATIONS ADDRESS CRITICAL ASPECTS OF WORKFORCE PLANNING:
SkiLLs AND COMPETENCIES

- CURRENT SKILLS WITHIN THE TEAM

- EMERGING SKILLS NEEDED FOR FUTURE PROJECTS

- TRAINING OR DEVELOPMENT OPPORTUNITIES

¥ ORKFORCE DEMOGRAPHICS AND MOBILITY

- ANTICIPATED RETIREMENTS OR RESIGNATIONS

- INTERNAL MOBILITY AND SUCCESSION PLANNING

- DIVERSITY AND INCLUSION CONSIDERATIONS

\W orkLOAD AND CAPACITY

- CURRENT WORKLOAD LEVELS AND BOTTLENECKS

- CAPACITY FOR UPCOMING INITIATIVES

- OVER- OR UNDER-UTILIZATION OF STAFF
ORGANIZATIONAL CHANGES AND STRATEGIC INITIATIVES
- IMPACT OF NEW PRODUCTS, SERVICES, OR MARKETS

- RESTRUCTURING OR PROCESS CHANGES
- TECHNOLOGY ADOPTION OR AUTOMATION EFFECTS

THE BENEFITS OF ONGOING MANAGER ENGAGEMENT IN W/ ORKFORCE PLANNING



REGULAR MANAGER INTERVIEWS PROVIDE SEVERAL TANGIBLE BENEFITS:

- IMPROVED ACCURACY IN FORECASTING STAFFING NEEDS

- ENHANCED AGILITY IN RESPONDING TO ORGANIZATIONAL CHANGES

- BETTER ALIGNMENT BETWEEN HR INITIATIVES AND OPERATIONAL PRIORITIES

- EARLY IDENTIFICATION OF POTENTIAL TALENT SHORTAGES OR SURPLUSES

- STRENGTHENED COLLABORATION AND COMMUNICATION ACROSS DEPARTMENTS

BY INTEGRATING INSIGHTS FROM MANAGERS INTO WORKFORCE PLANNING, HR LEADERS CAN BUILD MORE RESILIENT, FLEXIBLE, AND
HIGH-PERFORMING TEAMS.

OVERCOMING CHALLENGES IN MANAGER INTERVIEWS

DESPITE THEIR BENEFITS, CONDUCTING REGULAR INTERVIEWS CAN PRESENT CHALLENGES:
TiME CONSTRAINTS

MANAGERS OFTEN HAVE PACKED SCHEDULES. T O ADDRESS THIS:

- SCHEDULE INTERVIEWS WELL IN ADVANCE

- KEEP SESSIONS BRIEF AND FOCUSED

- USE SURVEYS OR ASYNCHRONOUS FEEDBACK WHEN APPROPRIATE

RELUCTANCE TO SHARE HONEST FEEDBACK

CREATE A SAFE ENVIRONMENT AND COMMUNICATE CLEARLY THAT THEIR INSIGHTS ARE VALUED AND WILL BE USED
CONSTRUCTIVELY.

INCONSISTENT DATA COLLECTION

STANDARDIZE INTERVIEW QUESTIONS AND PROCESSES TO ENSURE COMPARABILITY AND COMPREHENSIVE INSIGHTS.

INTEGRATING MANAGER INSIGHTS INTO BROADER W/ ORKFORCE STRATEGIES
DATA GATHERED FROM MANAGER INTERVIEWS SHOULD FEED INTO BROADER HR AND ORGANIZATIONAL STRATEGIES, INCLUDING:

- \W ORKFORCE ANALYTICS AND DASHBOARDS

- TALENT ACQUISITION AND ONBOARDING PLANS
- LEARNING AND DEVELOPMENT PROGRAMS

- SUCCESSION PLANNING

- DIVERSITY/ EQUITY, AND INCLUSION INITIATIVES

REGULARLY REVIEWING AND ACTING ON THESE INSIGHTS ENSURES THAT WORKFORCE PLANNING REMAINS DYNAMIC AND ALIGNED
WITH ORGANIZATIONAL GROWTH.

CoNcLUSION: THE STRATEGIC VALUE oF PErIODIC MANAGER INTERVIEWS

IN CONCLUSION, WORKFORCE PLANNING REQUIRES THAT HR LEADERS PERIODICALLY INTERVIEW THEIR MANAGERS TO GAUGE AN
ORGANIZATION’S CURRENT STATE AND FUTURE NEEDS. THIS PRACTICE FOSTERS A CULTURE OF CONTINUOUS FEEDBACK,
ENHANCES STRATEGIC DECISION-MAKING, AND ENSURES THAT ORGANIZATIONS ARE PROACTIVE RATHER THAN REACTIVE IN
MANAGING THEIR TALENT. AS ORGANIZATIONS NAVIGATE UNCERTAINTY AND TRANSFORMATION, MAINTAINING OPEN LINES OF
COMMUNICATION WITH MANAGERS BECOMES NOT JUST A BEST PRACTICE BUT A STRATEGIC IMPERATIVE FOR SUSTAINABLE
GROWTH AND SUCCESS.



BY INSTITUTIONALIZING THESE CONVERSATIONS, HR LEADERS CAN BETTER ANTICIPATE TALENT REQUIREMENTS, DEVELOP
TARGETED INTERVENTIONS, AND CREATE A RESILIENT W ORKFORCE POISED TO MEET FUTURE CHALLENGES HEAD-ON.
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