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The presentation will begin at the top of the hour.

Q@’ A dial in number will not be provided.
Listen to today’s webinar using your computer’s
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Tools You Can Use

Audio Control

A dial in number will not be provided.

Adjust the volume by sliding the
indicator in the Media Player box to the
left.

Also check your computer’s volume for
external speakers or headsets.

#WFwebinar
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Tools You Can Use

Question & Answer

Type in your question in the “Q&A”
box to the left.

These queries are visible by the
presenter ONLY.

Type your question in the space at the
bottom.

Click “Send.”

#WFwebinar
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Twitter
- Click “Post” in the Twitter widget.

#WFwebinar
@WorkforceNews
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Tools You Can Use
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Resources

Media Player
Q&A

Slides
Twitter

Help

Post Event

Evaluation
Share This

#WFwebinar
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Frequently Asked Questions

1. May | receive a copy of the slides?
YES! Click on the resource list located on the top left
portion of your screen.

2. May | review the webinar recording at a later date?

YES!You may log in again using today'’s link to review the
presentation on-demand.

#WFwebinar
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The role of the HR Business Partner in
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An Peek Inside SCE - A Pertect Storm

EFlectric demand growth 1s leveling off

We have some of the highest electric rates in the nation

We are facing competition from distributed generation, especially rooftop solar
Our customer base 18 contracting - industral load 1s down ~ 33%

We are closimg our nuclear plants after 40 years of sate, rehable service

We've mmplemented across the board reorganizations and zero based re-statfing
We've had multiple large scale force reductions

And, we are facing a sigmficant retirement bubble

Anv one of these actions would unsettle a utiity that’s been relatively stable for
over 100 years, but change on this scale has sent shock waves through the
workforce.




Positioning SCE for the Future
- Sate, Reliable and Attordable -

* A strategic refresh 1s i progress now

* The goal 1s to develop a strategy that clearly defines the core
business and drives down rates without compromising system
safety and rehability

* The workforce implications are not hard to discern




Why We Need WIP -
Addressing Business Pressures

T'o address competing business pressures, we must aggressively manage
and sustain the workforce

- Adapt to changes in employer brand

- Large scale reductions, particularly in G&A areas

- Address retirement bubble with strategically correct replacement
and development strategies

- Focus on having night skills

- Manage culture change and ensure buy-in from executives
through Iine managers




Audience Poll question

How would you describe your Workforce Planning effort today?

« Very informal or none at all
+ Formal and repeatable process
« We want to stand up an effort
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Outline
1. Preface- Annual WEP plan
2. HRBP inclusion
3. Gam buy-in for WFP

4. HRBP relationships with SML’s STRATEGIC WORKFORCE PLANNING

and Executives

5. HRBP’s anchors in WFP

6. Improved communications
7. Closing call to action
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ROADMAP: STRATEGIC WORKFORCE PLANNING

PLAYBOOK

1. Understand 2. Identify the 3. Dlagnose 4, Develop 5. Track Plan
Business Capabllities Talent Risks a Plan to Relevance
Strategy Needed to to Business Address and Executlon

Execute Business Strategy Talent Risks
Strategy and Gaps
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How We Got Here - SCE Worktorce Trends

Historically, we haven’t done a
good job managing the size of
the workforce

It the operating units had the
budget, they could hire at will

Unchecked hiring plus low
attrition resulted 1n a 509%
headcount mcrease in 10 years

The pamtful course corrections
we are now making could have
been avoided with better
workforce planning

SCE Year End Headcount
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Workforce Planning Model at Edison

Gl

Critical positions to
husiness strategy

@ Skills Inventory

A

| B Workforce Gap
[ Identified
Retirement and | g ([
attrition forecast B =
sent to Vemo ,_\_/— -
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OUs determine @ — =
their workforce - Demand and
forecast based : B L
/ QU planner retirement/attrition
upon business enters forecast farecasts combined
strategy ;
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Integrated Planning
ﬁ Projected labor costs
Finance
% Projected staffing neads
Staffing

e 1
@ Succession plans
\ A

Projected real estate needs

Corp Resources

Projected IT hardware,
soflware and support needs
i

Reporting and analytics
related to workforce
planning
HR

=

.

Internal talent
available

il

External labor
market analysis

Plan for the Gap

Are talent resources available to
support the business strategy
Backfill or do not backfill

Buy
Build
Redeploy
Qutsource

Bind or Bounce

-

Develop HR Strategy

Input to Comp & Ben strategy

Input to Talent Acquisition
strategy

Input to L & OD strategy

Input to Engagement strategy




