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Supply Chain Development Process

Purpose

· Align people development processes with business objectives 

· Enhance supply chain talent by defining, developing and reviewing people development processes

· Integrate people development process across organizational boundaries

Supply Chain Process Deployment Timeline

SC Organization distributes OD Plan                               
                 03/31/XX
SC Development Plan
                   


     March - May ‘XX
    

SC Talent Management Plan                   


     March - June ‘XX                 

Process

1.  Define business objectives and required workforce capabilities

Development planning begins with involving your staff in a discussion of the future direction of the business and the knowledge, skills and abilities it will take to be successful. The Supply Chain Competency Model defines the competencies required to achieve world-class supply chain performance and provides a standard against which to compare ourselves.
2.  Analyze gap between required and current workforce capabilities
Completing the competency assessment p.8, provides a valuable source of information about where we are and the competency gap that will need to filled. Career profiles, employee development plans, employee assessments, demographics and other data will provide additional information about your current workforce capabilities. 

3.  Create Development Plans
Development plans are designed to fill the gap that has been identified. Each employee should have a plan and all supply chain organizations, both site and central should have a ‘master’ development plan that reflects employees’ aggregated development plans as well as steps you will take in the next  6-12 months to build capability to close the identified gap. 

Individual Development Plans

Meet with each employee to review his/her career profile, p.9  and other relevant documents, discuss career goals and develop/update individual development plans, p.9 to meet required

skills, knowledge and abilities. (i.e. certifications )  Determine your own development needs and create/update your development plan as well.

Site/Central SC Development Plan

Create a ‘master’ plan by aggregating your staff’s training objectives from their individual development plans on a spreadsheet. See example below. Assign training focal to track and coordinate training and be liaison with Supply Chain Organization. Review training status monthly with HR business partner and training focal to ensure progress and identify and address roadblocks. 

Contact your HR business partner or Supply Chain Learning and Development Advisor for assistance in selecting appropriate development strategies and resources.

	 Site Supply Chain Development Plan
Supply Chain Manager:  Brent Anderson             Training Focal:  Brian Blunt


	Name
	Degree?
	Cert?
	Training Description
	Hours
	Delivery Method
	Source/         Vendor
	Site Specific?
	Location
	Completion    Date
	Status

	 
	 
	 
	 
	 
	 
	
	 
	
	
	 

	Jim Azores
	N
	N
	CPIM
	18
	C
	APICS
	N
	Phoenix

 AIPC Chapter
	May-XX
	On track

	
	
	
	Change Management
	16
	C
	Internal
	N
	Phoenix
	Jun-XX
	

	
	
	
	Program Management
	24
	DL
	Internal
	N
	Phoenix
	Jul-XX
	

	Melany Baltz
	BA
	N
	Basic Negotiation
	24
	C
	Karrass
	N
	Los Angeles
	Mar-XX
	Negotiation 

class rescheduled

	
	
	
	Developing Business Cases
	6
	CB
	Perkins
	N
	Schaumberg
	May-XX
	

	Delivery Method: Classroom (C), computer-based (CB), distance learning (DL)


4. Create Talent Management Plan

Talent Review

The first step in the talent review is to look at your team’s overall performance to ensure the right mix of people and skills. There are two types of performance that are equally important: performance of business results, (what was achieved) and demonstration of ABCO core behavior competencies, (how the results achieved.)  The Team Assessment Summary, p.5, is a matrix that shows these performance dimensions as well as rating career growth. 

To complete the matrix, first review each individual’s achievement of business results that should be reflected in their most recent performance appraisal document. Second, assess the extent to which each person demonstrates ABCO’ core competencies. These ratings may either be on an individual’s performance appraisal or can be assessed using the rating sheet on page 10.
Third, assess each individual’s potential career growth using the symbols below and place them on the matrix in the appropriate quadrant. 


High potential: Capable of 2 or more assignments with significantly greater scope and responsibility.


Promotable:  Capable of one more assignment with significantly greater scope and responsibility.


Experienced Professional:  Has demonstrated depth and capabilities which reflect his/her expertise, and coaches less  experienced professionals. Future moves are likely to be at the same level and within the same career.


Placement issue:  Skills and attributes are not a good match for current position.


Too new to assess: Less than 6 months in position.

Team Assessment Summary















 Elvis Sherwood



Fourth, once the matrix is complete, the following questions should be discussed with your leadership team.  

· How does the mix compare to what is needed to drive the business in the future?

· Can future workforce needs be met internally?

· Are the right people in the right jobs?

· Who needs to be reassigned to another position to improve results and/or behaviors?

· Who needs to be outplaced?

· Who could be promoted to further realize career potential?
High Potential Strategy

Early identification and development of high potential talent is critical for ABCO to meet its future human resource needs. High potentials are high performers that also have the potential to hold significant leadership positions within ABCO. In addition they exemplify ABCO values and core competencies. They may already be in leadership positions or they may be at lower levels in the organization. These talented individuals are valuable assets to our success and should be considered a corporate resource. To begin identifying high potential talent ask: 

“Who has the potential to move up two or more levels in assignments with significantly greater scope and responsibility?”

It is every manager’s responsibility to identify these individuals early in their tenure with ABCO and nurture their talent.  High potentials need to have comprehensive development plans that are reviewed at least quarterly. The plan should include identification of each person’s 1-3 major strengths, 1-3 areas for development and development actions and timing.  This information is typically on an individual’s personal development plan and is part of the performance management process. Development activities might include:
· Action Learning
· Job Rotation

· Developmental Job Assignment

· Leadership Programs 

· Special Projects

· Coach or Mentor Relationship

· ABCO Leadership Forum

In addition, development strategy should include answers to these questions:

· What are this individual’s unique talents and how can they best be leveraged?

· What assignments can this person be given to move through the organization at an accelerated pace?

· What opportunities will provide visibility and networking opportunities with senior managers both within their current function and in other parts of the business?

· What barriers (cultural, personal, etc.) may prevent this individual from reaching his/her potential within the company and how can they be addressed?
To provide high potential candidates greater corporate visibility, the High Potential Summary on the next page should be completed and sent to the Learning and Development Advisor in the Supply Chain Organization along with individual development plans.

	High Potential Summary


	Name/Title
	Business
	Location
	Grade Level
	Mths in

Position
	Codes*
	Highest Attainable Position

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	 *  Indicate if candidate is a female (F) or minority (M)


Succession Plan

Developing a succession plan ensures that the right people will be in the right job at the right time.  This is especially important for key positions that are critical to the business. These positions should always have a ready source of talent whether there is a planned or unplanned vacancy. In some cases it may make sense to identify a pool of candidates who could be 

developed to fill the position to ensure an ongoing talent pipeline. Candidates for both the short and long-term future should be identified and plans made to develop them. The plan should include identification of each person’s 1-3 major strengths, 1-3 areas for development and development actions and timing.  Again this information is typically on an individual’s personal development plan and is part of the performance management process.

	                                                Succession Plan

	Current Status


	Future Successors

	Key Position
	Probability of vacancy within year


	Incumbent
	Mths. In job
	Now
	*
	1-2 Years
	*
	3-5 Years
	*
	Remarks

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	


Learning and Development Resources

This document, Supply Chain Development Process, as well as the on the following pages will soon be on the Supply Chain portal.  Other development resources and information will be added to the site in the coming weeks including the Organization Development Plan that will be distributed in March.

Supply Chain Development Process 

Career Profile

Personal Development Plan

Training Plan format

Supply Chain Competency Assessment

Team Assessment Summary

High Potential Summary

Succession Plan

SUPPLY CHAIN COMPETENCY ASSESSMENT EXAMPLE

One Competency Excerpt

	Supply Chain Expertise

	Competency 


	Job Importance

(H   M   L   N/A)
	Competency Rating

(3    2    1    N/A)

	I.  Demand Management
	
	

	Skills
	
	

	1. Bases Supply Chain strategy on a rigorous analysis of the business environment, five forces model, supplier capacity and historical trends and performance. 
	
	

	2.  Identifies and involves key stakeholders in all planning\execution tasks  
	
	

	3. Establishes a global Supply Chain strategy aligned with ABCO’ business    strategy.
	
	

	4.  Establishes integrated information processes to provide timely, accurate and comprehensive customer  and supplier  information. 
	
	

	5.  Defines, measures and reports customer and supplier performance levels on a monthly basis.
	
	

	6.  Establishes and communicates agreed-upon performance results.
	
	

	Knowledge
	
	

	· Environmental analysis
	
	

	· Market \supply chain research
	
	

	· Competitive market \ supply chain analysis
	
	

	· Industry trends understanding and analysis
	
	

	· Enterprise  understanding and analysis
	
	

	· Sales, Demand forecasting, linkage, and performance reporting
	
	

	· Supply Chain Strategy, development  and deployment
	
	


ABCO Career Profile
	Name          


	Title
	Business Unit
	Location
	Employee ID#



	Service Date
	
	Citizenship
	
	

	Education
	
	
	
	

	Date


	Degree(s)
	Major
	Institution
	Location

	Certifications
	
	
	

	Type of Certification (i.e. CPIM, CPM)


	Date
	Institution
	Location

	Training and Development
	Awards/Recognition

	Date               Course


	Date             Course  

    
	

	 Work Experience
	
	

	Dates


	Title                          Business/Location
	Dates                         Title                          Business/Location

	Career Interest
	
	
	

	Next


	Longer Range  
	Relocation Preference  
	Interest in Foreign Assignment

Yes_____        No _____


Personal Development Plan
	Realistic long-term career aspirations (with timescales)



	Next role anticipated, if appropriate (with timescales)



	Prioritised development needs and specific actions/courses etc.
	Competion Date

	
	

	Please indicate your mobility:
	Please indicate the languages you speak and fluency level:

	Mobility
	✔
	List language:
	Fluency level:  B = basic, C = conversational, 

F = fluent



	Local
	
	
	

	National
	
	
	

	Global
	
	
	


	ABCO’s Core Competencies/Behaviors
	3 highly skilled

2 average skill

1 low skill

	Leadership and Personal Qualities
	

	· Inspires others toward a common vision
	

	· Communicates clear expectations
	

	· Is a role model of excellence
	

	· Walks the talk—behavior mirrors strategy
	

	· Honors and leverages individual differences
	

	· Encourages involvement and participation
	

	· Provides coaching, feedback and resources to support

· people’s growth and development
	

	· Keeps others well informed
	

	Results-Driven
	

	· Focuses on adding value to key stakeholders
	

	· Monitors performance and adapts to changing business needs
	

	· Assess & takes risk to achieve breakthrough results
	

	· Sets stretch goals for self and others
	

	· Bounces back from disappointments and set backs
	

	Innovation and Change Management
	

	· Uses out of the box thinking
	

	· Challenges the status quo
	

	· Uses Six Sigma\Lean principles
	

	· Draws on best practices from inside and outside the company
	

	· Identifies solutions that will achieve long term benefits
	

	· Champions appropriate change
	

	· Identifies barriers to change and develops strategies to overcome them
	

	· Encourages risk taking
	

	Customer-Focused
	

	· Collaborates with customers to meet their needs
	

	· Regularly solicits customer feedback to improve products and service
	

	· Creates products and services that go beyond customer expectations
	

	· Collaborates across organizational boundaries to meet customer needs
	

	Strategic and Business Acumen
	

	· Translates strategy into clear objectives and actions
	

	· Balances conflicting needs of stakeholders
	

	· Considers long-term impact of decisions on others, within and outside the company
	

	· Looks at issues from a systems perspective
	


Team Assessment Summary












.


High potential: Capable of 2 or more assignments with significantly greater scope and responsibility.


Promotable:  Capable of one more assignment with significantly greater scope and responsibility.


Experienced Professional:  Has demonstrated depth and capabilities, which reflect his/her expertise and coaches less  experienced professionals. Future moves are likely to be at the same level and within the same career.


Placement issue:  Skills and attributes are not a good match for current position.


Too new to assess: Less than 6 months in position.

	High Potential Summary


	Name/Title
	Business
	Location
	Grade Level
	Mths in

Position
	Codes*
	Highest Attainable Position

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	
	
	
	
	
	
	

	 *  Indicate if candidate is a female (F) or minority (M)


	                                                Succession Plan

	Current Status


	Future Successors

	Key Position
	Probability of vacancy within year


	Incumbent
	Mths. In job
	Now
	*
	1-2 Years
	*
	3-5 Years
	*
	Remarks

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	


	 Supply Chain Development Plan
Procurement Manager:               Training Focal:  l


	Name
	Degree?
	Cert?
	Training Description
	Hours
	Delivery Method
	Source/         Vendor
	Site Specific?
	Location
	Completion    Date
	Status

	 
	 
	 
	 
	 
	 
	
	 
	
	
	 

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	

	Delivery Method: Classroom (C), computer-based (CB), distance learning (DL)


Michael Katzorke – Contact at mkatzorke@att.net ; www.bryceconsultinggroup.com
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