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Ckafpltal Cl)ne a.nd o}tlher leadu"xg companies are developing a set of best practices for
workforce planning that reach into the future for each business unit and evolve with
corporate strategic planm'ng. In an increasingly unstable global business environment,
che value of a long-term vision is clear, but effective workforce planning requires dedi-
cated resources, heavy analytics, and, perhaps most important, the full engagement of

business unit leaders and line managers.

The workforce planning at Capital One stems from a process executed by a metrics
and analytics group of 20 people, plus hundreds of executives, managers, and analysts
pulled from all the business lines and corporate functions. Leaders and analysts from
the business lines work in blended teams with human resources generalists and mem-
bers of the metrics group to build models for each line and the entire world force.
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The responsibility for workforce planning at Capital One resides in human
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e pian Questions

1. ! y &:_ you ¢ ink it's important for Capiral One to calculate the “disengagement”
\;;'}rlor ofits er;\ployees when it comes to workforce planning? o8

2. at merits do you see to breaking down the planning process by business units

through multiple layers of leaders? Do you see any drawbacks of doing so?

Source: Excerpted from Fay Hansen, “The Long View;” Workforce Management 87, no. 7 (April 21,

2008): 1, 19.
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