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Agenda day 02

09:30 H – 09:45 H CHECK-IN 09:30 H – 09:45 H

09:45 H – 11:00 H Processes, people and tools
Multi factorial contribution for a optimal resizing

09:45 H – 11:00 H

11:00 H – 12:30 H Human Resources policies and practices 
Career development, reconversion, training and competence development

11:00 H – 12:30 H

12:30 – 13:30 H LUNCH BREAK 12:30 – 13:30 H

13:30 – 14:30H Questions and troubles foreseen when resizing FTEs 13:30 – 14:30H

14:30 H – 17:00 H Human Resources Resizing
Exercise – FTEs (quantification and qualitative matters) 

14:30 H – 17:00 H

17:00 H – 17:30 H WRAP UP OF DAY 2 17:00 H – 17:30 H
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Agenda day 02
09:45 H – 11:00 H Processes, people and tools

Multi factorial contribution for a optimal resizing
09:45 H – 11:00 H
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Processes 

o Each area of business represents a process – internal quality system
 
o Processes are leveled (2 to 3 level)

o Are designed since the beginning until the end (from the inputs until the outputs) 

o The processes are usually joined by the supporting documents

o Each process has a owner, involves a certain business unit(s) and eventually external 
stakeholders 

o The process can have certain timings 

o The process can have a reference to tools  

HR resizing exercise  
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Immediate 
stakeholders Core processInputs Outputs

Immediate
stakeholders
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People 

o Staff are sensible human beings 

o Professional and personal

o Technical competences and soft skills

o Management of a certain career (entry point – development – maintenance – 
phasing out – retirement) 

o Turn over/ Absenteeism

o Commitment/engagement/work satisfaction
  

PEOPLE
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Tools 

o Technical tools

o Information and communication tools

o Qualitative motivational tools
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Tools 
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Tools 
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Tools 
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Tools 
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Processes 
Each area of business represents a process – internal quality system – 
Processes are leveled (2 to 3 level) – are designed since the beginning until the end
The processes are usually joined by the supporting documents
Each process has a owner and involves a certain business unit
The process can have timings  

HR resizing exercise  

People 

Staff are sensible human beings 
Professional and personal
Technical competences and soft skills
Management of a certain career (entry point – development – maintenance – phasing out – retirement) 
Turn over/ Absenteeism
Commitment/engagement/work satisfaction
Facing a new paradigm concerning  Human Resources management (!)

Tools 

Technical tools
Information and communication tools
Qualitative motivational tools
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11:00 H – 12:30 H Human Resources policies and practices 
Career development, reconversion, training and competence development

11:00 H – 12:30 H
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People – what’s new? 

o New ways to work (e.g. teleworking)

o New tools to work with (e.g. Digitalization, Artificial Intelligence)

o New demand from the professionals (e.g. flexibility of time and space)

o Work-life balance (e.g. social, family, personal interests)

o Mental health and psychological safety (e.g. balance, feeling safe) 

o Management of competences not working posts (e.g. what do I know, what can I solve)
  

PEOPLE
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People – what’s new? 

o New ways to work (e.g. teleworking)

o New tools to work with (e.g. Digitalization, Artificial 
Intelligence)

o New demand from the professionals (e.g. flexibility of 
time and space)

o Work-life balance (e.g. social, family, personal interests)

o Mental health and psychological safety (e.g. balance, 
feeling safe) 

o Management of competences not working posts (e.g. 
what do I know, what can I solve)

  

PEOPLE

Career development 

What do the professionals want in terms of 
career?
- Impact on type and duration of contracts 
- Several paths in the same career 

A

Training and development 

Management by competences
-  To be focused on the distinctive competences
- No permanent linkage to a certain business unit
- Training tend to be shorter, more interactive, 

more digital, more used-cases based    

C

Reconversion 

How to deal with innovation and change of 
organizational needs?
- HR open for internal/external rotation
- Open to change 

B
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12:30 – 13:30 H LUNCH BREAK 12:30 – 13:30 H
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13:30 – 14:30H Questions and troubles foreseen when resizing FTEs 13:30 – 14:30H
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What troubles will I anticipate? 

Exercise 01:
List the problematic topics that 
you think you can anticipate on 
the resizing exercise?
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14:30 H – 17:00 H Human Resources Resizing
Exercise – FTEs (quantification and qualitative matters) 

14:30 H – 17:00 H



HR new workforce 
needed

Processes Workload

Workforce

1600 hours

HR capacity 
deduction

HR resizing exercise  



Processes 

HR resizing exercise – step 01  

When entering into the resizing exercise you already would know:

- the business areas of the organization to be discontinued, 
maintained and increased;

- the different process that support each business area

- the business unit that would be responsible for each process



Workload

HR resizing exercise – step 02  

Workload definition:

- define for each process the workload for the next 
3/4 years

- workload represents the main activities that the 
unit will perform in each year

- per activity the responsible person of the unit 
and their staff will estimate the time to 
accomplished their annual duties

 The workload 
will be 
defined with 
the people 
that are 
responsible 
for the 
corresponden
t unit and 
their staff



Workload

HR resizing exercise – step 03  

Workforce unit of reference:

- workforce should be measured in FTE

- FTE = full time equivalent
 
- 1 FTE = 1600 hours 

- considered 40 working hours per week

1600 hours

Glossary:Full-time equivalent (FTE) - Statistics Explained (europa.eu)

https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Glossary:Full-time_equivalent_(FTE)


HR resizing exercise – step 04  

Workforce deductions:

- part-timers

- long term leavers (e.g. medical, studies, 
relocation, SNE – seconded national experts)

- sick leave (normal average of absentees)

- training (applied to some cases as out of the 
workload)

- cross services to other units (applied to some 
cases as out of the workload)  

HR capacity 
deduction



HR new workforce 
needed

HR resizing exercise   

Be ready to:

- listen – be able to listen to other 
arguments and show understanding

- negotiate – resources are valuable 
and most of the cases not available

- think out of the box – sometimes a 
good partnership is more valuable 
than a exclusive resource    
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17:00 H – 17:30 H WRAP UP OF DAY 2 17:00 H – 17:30 H
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Take away from day 02

A
B
C
D
E
F
G
H

A HR resizing exercise can’t start without a good organizational understanding  

A good design of the processes and the identification of the business areas priorities are the 
bases for the workload assessment plan 

In line with the workload assessment we will have to consider all the HR areas 

Considerations on the future expectations of the new professionals are to be taken (HR new 
paradigm)

All exercise should involve the staff in particular in the workload assessment 

Workload should translate into activities, times and means only there you will have the HR figures

Link the resulted figures with the HR management contingencies – deduction of time 

Expect the unexpectable – the exercise sometimes has to be revisited in case some new 
happenings are coming in your way  - market new needs, new organizational competences, 
pandemics, etc


