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If you wish to plan for a year sow seeds
If you wish to plan for ten years plant trees
If you wish to plan for a lifetime develop people

Kuan Chung Tzu
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What is MRP?

Management Resource Planning (MRP) is a documented plan to ensure that the
right staff capability is in place to meet your present and future business needs.

It is based on

• a review of existing and planned business initiatives and the impact they will
have on processes, roles, and structure.

• assessment and review of human resources’ current capability to meet the
present business initiatives.

• an assessment and review of the talent pool in place to meet future business
plans.

• the design of developmental activities (training, transfers) and staffing plans
for key human resources to fill the gap between present and future business
requirements.

MRP involves the following linked components:

Human Resource Assessment: Evaluating current capability with emphasis on
identifying high potential employees and future leaders.

Accountability: Coordinating your senior management team’s MRP
accountabilities.

Succession Planning: Stimulating, guiding, and integrating individual career
needs to match your business needs.

Management Development: Designing an appropriate training plan to prepare
your employees for future roles.

Job Analysis: Establishing a rigorous system for reviewing job and organization
design in a dynamic environment.

Compensation: Identifying the implications for strategies to attract and retain
the talent your business needs.

Recruitment: Specifying where external recruitment is required to attract new
talent into the company.
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Reasons for MRP

An integrated Management Resource Plan is necessary for the following reasons:

• To ensure that the organization creates its own future—one in which the
organization best utilizes its resources, capabilities, and market opportunities.

• To take responsibility for the future of the organization, and the future of the
people within it.

• To focus top management thinking on preparing the officers and managers
required to lead and run the business.

• To ensure the required skills are made available as context changes over time,
and that the skills are used to the best possible advantage for the corporation
and the individual.

• To direct the organization’s attention to major human resource issues
affecting enterprise survival, growth, and renewal.

• To ensure an adequate number of talented people are available to assume
leadership and managerial roles.

• To establish guidelines and a degree of uniformity in staff assessment and
development.

• To coordinate the actions of senior managers (especially important where
actions or decisions taking place in one area have consequences in another
area).

• To ensure resources allocated to development and recruitment activities are
maximized.

• To shed light on the underlying factors, resources, and circumstances
contributing to successful actions in the past, as well as the reasons for poor
performance or failure.
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Who Does MRP Involve?

Target population
MRP is focussed on management staff, typically all senior managers (Divisional
Vice Presidents, Directors) and selected high potential managers (middle
managers assessed as demonstrating the potential to moving into senior level
management roles within two years).

Accountability for completion
Overall accountability for the completion of MRP rests with the President and
CEO. In order to assist the President, COREinternational uses a unique “three tier
management” approach, in which accountability for MRP cascades to successive
levels of management. The three tier management approach involves a direct
report, the direct report’s manager, and the manager’s manager as shown in
Figure 1.
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Figure 1—Three Tier Management Concept

Specifically, the process consists of the following steps:

1. Assessing Personal Effectiveness

The manager judges the effectiveness (performance) of direct reports in their
current roles. The MoR reviews the ratings for consistency across all managers.

2. Reviewing relevant experience, interests and
education

The individual’s manager collects this information.

3. Role and Potential Assessment

The MoR decides, with the manager’s input, the present and future work
complexity (role “size”), and the EoR’s current and future capability.
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4. Action Plans

Manager and MoR collaborate and decide on EoR development and the targeted
recruitment needs to meet business requirements.

• Development needs are translated into specific action plans to develop the
individual as identified.

• Action plans are developed to meet anticipated staffing shortages or
surpluses.

5. MoR Equilibration

All MoRs meet to review and equilibrate their assessments of the current and
future “size” of roles, present and future EoR capability assessment, recruitment
and developmental plans (including cross-functional transfers).

6. MoR Mentoring

MoRs meet with EoRs to discuss aspirations and finalize developmental action
plans.
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MRP Steps

There are five steps involved in MRP.

Step 1: Initial Business Review

Review existing and planned business initiatives, and document their impact on
roles, structure, and human resources.

Step 2: Assessment

Assess and document role complexity and human resources capability to meet
present and planned initiatives.

Step 3: Design of Developmental Plans

Review the required capabilities, and design targeted training and development
plans.

Step 4: Design of Staffing Plan

Establish targeted recruitment or staff redeployment plans for current and future
business needs.

Step 5: Ratification of MRP

Review and ratify the data and action plans with the President and Board.
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Step 1—Business Review
A COREinternational consultant interviews each senior executive individually to
determine

• the current business environment.

• the future business environment.

The result of the interviews is a report summarizing the impact critical business
initiatives have had and will have on executive, managerial and functional skills. 

Step 2—Assessment
The Assessment step is a cascading process involving the MoRs and managers.
Each part of the cascading process involves two meetings, with a
COREinternational facilitator.

Meeting 1—MoRs and Managers

The purpose of meeting 1 is to

• examine all EoR roles and establish the current and planned role complexity.

• review of all EoR current and future capability.

• identify of high-potential candidates.

• discuss developmental plans, particularly role transfers.

Meeting 2—MoRs

The purpose of meeting 2 is to 

• review EoR role complexity and capability assessments.

• ensure EoRs are equilibrated across the organization (in terms of role
complexity and human resources capability). 

• review and ratify role transfers, particularly cross functional transfers.

The result of the assessment step is a complete documentation of role “size” and
capability assessments indicating who is capable of moving, how high, and how
quickly.
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Step 3—Design Developmental Plans
The MoR, with assistance from a COREinternational consultant, formalizes an
Individual Development Assessment & Action Profile for each employee. An
example of this form is shown in Table 1; however, COREinternational may
suggest using existing forms, or will modify the terminology as applicable to suit
each organization.

The result of this step is a full set of data that can be used to develop the
recruitment and training plans.

Step 4—Design of Staffing Plans
The MoR determines shortfalls or surpluses in staffing requirements (with
assistance of a COREinternational consultant).

The result of this step is a specific action plan to meet present and future business
requirements.

Step 5—Final Ratification of MRP
The data collected is reviewed with the President.

The assessment, development and staffing plans are reviewed and approved by
the President and Board (if applicable). Usually only senior roles are reviewed at
this level.



MRP 9 COREinternational inc

In
di

vid
ua

l D
ev

elo
pm

en
t A

ss
es

sm
en

t a
nd

 A
ct

io
n 

Pr
of

ile
Ex

ec
ut

ive
/S

en
io

r M
an

ag
em

en
t/H

ig
h-

Po
te

nt
ial

 M
an

ag
er

Na
m

e:
Jo

e B
lea

u
Hi

re
 D

at
e:

Se
pte

mb
er

 19
95

Cu
rre

nt
 P

os
iti

on
:

Sr
 D

ire
cto

r O
pe

ra
tio

ns
 T

ra
ns

itio
n

Po
sit

io
n 

St
ar

t D
at

e:
Se

pte
mb

er
 19

96
Cu

rre
nt

 C
ap

ab
ilit

y A
ss

es
sm

en
t:

(re
fer

 to
 E

xe
c. 

Co
mp

l M
od

el)
Re

lev
an

t E
xp

er
ien

ce
:

Co
m

pe
te

nc
y/B

eh
av

io
ur

s
S

D
SD

Po
sit

io
n

Co
m

pa
ny

/D
ivi

sio
n

Ye
ar

s
Di

re
cti

on
 S

ett
ing

Ma
na

ge
r/S

taf
f A

cc
ou

nta
nt

XY
Z 

Co
mp

an
y

2
Cu

sto
me

r F
oc

us
 &

 S
er

vic
e

Di
re

cto
r, 

Fin
an

ce
AB

C 
Co

mp
an

y
3

Te
am

wo
rk 

an
d T

ea
m 

bu
ild

ing
Co

rp
or

ate
 C

on
tro

lle
r

Of
fsh

or
e F

ina
nc

e
4

De
ve

lop
me

nt 
of 

Ot
he

rs
Sr

 D
ire

cto
r B

us
ine

ss
 S

er
vic

es
On

sh
or

e F
ina

nc
e

1
Bu

sin
es

s P
er

for
ma

nc
e M

an
ag

em
en

t
Sr

. D
ire

cto
r O

pe
ra

tio
ns

 tr
an

sit
ion

On
sh

or
e F

ina
nc

e
5 m

os
Ch

an
ge

 Le
ad

er
sh

ip
Bu

sin
es

s P
ro

ce
ss

 Im
ple

me
nta

tio
n

Em
plo

ye
e C

ar
ee

r I
nte

re
sts

: (
wh

at 
do

 th
ey

 va
lue

?)
Cr

ea
tiv

ity
, In

no
va

tio
n &

 B
us

ine
ss

 K
no

wl
ed

ge
Int

er
pe

rso
na

l &
 co

mm
un

ica
tio

n
Ma

na
ge

r/M
oR

 C
om

me
nts

: (
ho

w 
re

ali
sti

c a
nd

 ac
hie

va
ble

, in
 w

ha
t ti

me
 fr

am
e?

)
Pe

rso
na

l B
ala

nc
e, 

Aw
ar

en
es

s &
 D

ev

Po
te

nt
ial

 A
ss

es
sm

en
t (

Mo
R 

Ac
co

un
ta

bi
lit

y)
Co

de
Ed

uc
at

io
n

De
gr

ee
/ac

cr
ed

ita
tio

n
Ye

ar
Hi

Po
: H

igh
 po

ten
tia

l: a
ble

 to
 m

ov
e u

p o
ne

 st
ra

tum
/le

ve
l

Hi
Po

 S
Ch

ar
ter

ed
 A

cc
ou

nta
nt

U 
of 

T
CA MB

A
19

84
19

79
PR

O:
 P

er
for

mi
ng

 an
d l

ea
rn

ing
, d

ev
elo

p i
n s

tra
tum

 at
 th

is 
tim

e
De

v: 
To

o e
ar

ly 
in 

ro
le 

to 
as

se
ss

 po
ten

tia
l (l

es
s t

ha
n 1

 ye
ar

)
Ca

uti
on

: m
ini

mu
m 

thr
es

ho
ld 

pe
rfo

rm
an

ce
, o

r p
er

so
na

l b
eh

av
iou

rs,
 ar

e d
er

ail
er

s o
r

re
du

nd
an

cy
/re

de
plo

ym
en

t r
isk

 re
qu

irin
g a

cti
on

De
ve

lo
pm

en
t A

ss
es

sm
en

t (
Mg

r A
cc

ou
nt

ab
ilit

y, 
Mo

R 
va

lid
at

es
)

St
re

ng
th

s
De

ve
lo

pm
en

t N
ee

ds
Ac

tio
n 

Pl
an

Ac
co

un
ta

bi
lit

y
Su

pp
or

t
Di

re
cti

on
 se

ttin
g

Co
ns

en
su

s b
uil

din
g

W
or

k o
n c

om
mu

nic
ati

on
 sk

ills
Te

am
wo

rk/
Te

am
 bu

ild
ing

Pe
er

 &
 up

pe
r m

gt 
re

lat
ion

sh
ip 

ma
na

ge
me

nt
W

or
k w

ith
 pe

rso
na

l c
ou

ns
ell

or
 re

 de
ve

lop
ing

 re
lat

ion
sh

ips
Ch

an
ge

 le
ad

er
sh

ip
Cr

ea
tiv

ity
/in

no
va

tio
n

Pe
rfo

rm
an

ce
 A

ss
es

sm
en

t:
19

95
: N

A
19

96
: e

xc
ee

ds
Pa

y B
an

d/
Ra

ng
e: 

9
Pa

rti
cip

an
t’s

 si
gn

 o
ff:

Em
pl

oy
ee

:
Ma

na
ge

r:
Mo

R:
Da

ta
 C

om
m

un
ica

tio
n/

Fe
ed

ba
ck

 C
om

pl
et

ed
:

Da
te

 re
ce

ive
d 

by
 H

R:

Table 1: Individual Development Assessment & Action Profile




