Southern California Biomedical Council
Human Resources Conference

Bob Hurley
February 29, 2008

COULTER



Strategy Driven Talent Management

Organization Assessment Talent Assessment
SUCCESSION DEVELOPMENT
PLANNING PLANS
PERFORMANCE
SWOT Analysis REVIEW
TALENT SKILLS & TALENT
CALIBRATION BEHAVIORS DEVELOPMENT
WORKFORCE TO DEVELOP PIPELINE
STRATEGY NN MEASUREMENT AND
(BCl, Division, e OFX;PQEIZL'IA'ITIIISN EVALUATION
Function) C S * Value stream
A  Effectiveness
A
SIS 6 TALENT ACQUISTION
BEHAVIORS PIPEL INE
TO ACQUIRE




What Is Workforce Planning?

Workforce planning is an organized/systematic process for:

« |dentifying the number of employees and the types of employee
skill sets required by the business to meet its goals and strategic
objectives.

« A Workforce Plan includes:
— Demographic information

— Analysis of internal trends (e.g., turnover, promotion/transfer,
retirement, productivity)

— Analysis of external trends in talent supply and demand
— Quantification of staffing gaps
— Identification of planned actions
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The Intent Is to Provide Insight Into Talent Patterns
and Their Implications
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|:| Discussion Areas
INS = Insufficient Data

Job Summary Statistics
All Employees

Current Demographics (eff. 07/01//07) All Employees
Employee Counts 10,218
Average Age 44.5
Average Service 11.4
Count and % Age 55+ 1,718, 17%
BIE?/VS\’IOI/EOnYt)rant Profile (eff. 01/01/02 — All Employees
New Entrants 5,929
New Entrant Average Age 37
Ig/lénl%/g; Profile (eff. 12/31/02 — All Employees
Overall Turnover % 7.0%
\Voluntary Turnover % 6.2%
Involuntary Turnover % 0.9%

< 2 Year Voluntary Turnover % 11.8%
Gumulative Replacement seds All Employees
2008 750, 7%
2010 2,246, 22%
2012 3,718, 36%

* Assumptions are documented in the Appendix e
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Current Demographics*
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Observations
»>Average age: 44.5
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Turnover Analysis
All Employees
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Talent Patterns & Implications

Increase college recruiting efforts — median age of current
entrants is 44.5

Provide rigorous on-boarding (orientation) to accelerate
performance and drive retention

Become disciplined about differentiating performance to
establish a culture of accountability

Reach out to new sources for talent to increase a diverse
talent pool

Increase knowledge transfer of retirees and technical
experts



