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Assessment 2                                                                                                         Total Marks: 30


1. Give short answers to the following questions:                                                              (14)

i. What are the benefits of successful workforce planning?

Workforce planning is one of the most important functions that HR specialists carry out although the task of actually implementing workforce planning is formidable because it is so difficult to define. However workforce planning is a systematic, fully integrated organizational process that involves proactively planning ahead to avoid talent surpluses or shortages. It is based on the principle that a company can be staffed more efficiently if it forecasts its talent needs as well as the actual supply of talent that is or will be available.
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In summary the benefits of this detailed planning are defined as follows;
· Eliminating surprises. HR planning should limit the stressful "trauma" related to being surprised. HR should have the time to prepare processes and answers. 
· Smoothing out business cycles. Careful planning can smooth out the cycles by developing processes that ramp up and down talent inventory and work effectively during both good times and lean times. 
· Identifying problems early. If you have a smoke-detector system in place to notify managers before a talent fire gets out of hand, it will be much easier to minimize the potential damage. HR should plan and develop a system of "alerts" to warn managers of minor problems (that they can rectify with little effort) before they turn into major problems.
· Preventing problems. Having to fix problems is expensive and painful. A superior approach is to prevent problems from ever occurring such as Lower turnover rates:  Low labor cost: No layoffs: all alleviated by forward planning.
· Taking advantage of opportunities. Efficient management will free up HR professionals so that they can take advantage of talent-sourcing opportunities (like weekend poaching) from a competitor as a way to find exceptional talent during tough economic times.
· The talent forecast. Talent forecasting is a process for predicting upcoming changes in the demand for and the supply of talent. Forecasts resulting from forward planning are generally broken down into four areas:
1. Projected increases or decreases in company growth, output, and revenue. 
2. Estimates of the corresponding change in talent needs that comes from that growth (these estimates can include the number and type of employees as well as where and when they will be needed). 
3. Projections of future vacancies. 
4. Assessments of the internal and external availability of the talent needed to meet forecasts. 
   ii. Outline the advantages of external recruitment. 
Companies who recruit externally can expect to bring new ideas and talent into the organization. This recruiting method opens up opportunities to find experienced and qualified candidates and may also help develop a diverse team of employees. Hiring a skilled and experience external candidate may also reduce training costs and give the organization a competitive advantage in the market he is involved in. External recruitment also can provide new, innovative ideas for management strategies, creating a forward-thinking approach that encourages both advancement and growth.

[image: http://1.bp.blogspot.com/-RTXLBZvjTOw/TfzVAHjREAI/AAAAAAAAAD4/71zgolXbXig/s1600/recruitment.jpg]Online recruiting is also a form of external recruitment that is cost-effective; it is much more affordable than advertising in newspapers or other media forms. E-recruiting also can save time, since resumes can be sent electronically and interviews can be performed right online with no intermediaries.


iii. Explain why a business may choose to use internal recruitment over external recruitment. 

If a company is on the lookout for recruitment to fill available vacancies, internal recruitment has some likely advantages over that provided by the external recruitment process benefits described above. For starters you clearly do not have to "reinvent the wheel" with an internal recruit. 
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He or She will likely understand your business model, your culture and your processes before assuming the new position. The resulting outcome is that they will assimilate into the new position faster than a new employee who will need to be trained on the many formalities of your firm from benefits to where your fire exits are before he can begin job-specific training. These employees take longer to find, longer to train, more money to prepare for the job and may still not fully integrate into your culture after all of the training process. Often, the opportunity to advance provides a strong motivation in a firm that employs a strong internal recruitment strategy.


iv. What are the three stages of workforce planning? 
1. The first step in the strategic workforce planning process is to have a strong understanding the business plan and forecast accordingly. At the end of the day the workforce is there to implement the strategy and achieve expected business results.
Strategic change fails when the people implementing the change don't know what they need to do differently in order to support the new strategy. These disconnects can create confusion, conflict, and stress, and put even the best people in a position to fail, therefore it is important to know how far and how fast the business can reasonably move and plan accordingly. 
It takes time, money, and thought to design and build technological infrastructure, production facilities, and distribution capability. Similarly, it takes time to hire, deploy, and train talent so it needs to be right. Common factors to also consider include macroeconomic forecasts, demographic trends, regulatory changes, and talent movement trends within your industry.
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2. Once the company has translated its business plan into operational requirements, goals must be set and then design the organization and jobs necessary to implement the strategy. By comparing the current organization, and jobs as they stand today, new positions that need to be created, jobs you will need to phase out, and the optimal timing of that transition need to be applied.
Basically if you don't have a solid plan for filling these roles with skilled people, the business strategy simply won't come to life. Once you understand this future demand, the amount of change needed, and the optimal timing of that change, you should inventory your current talent pool. This will help you determine how to eventually transition people into new roles and it will also give you potential insight into who won't fit into the new organization and help you create an exit plan if required. After you have assessed your internal talent inventory and understand the jobs necessary for executing your new strategy, you can identify any gaps, determine a time frame and create specific tactics for closing those gaps.
3. The last step is to run scenarios in order to understand how the availability of these critical roles or segments impacts the rest of the business plan. Then determine how the company’s workforce plan will be impacted. Timing is of great importance, which is why examination of the labor market earlier in the process should be done prior to implementation.
v. Define the term “microplanning.” 

Micro-level metrics measure and track the success of particular projects, programs or initiatives rather than report the status of strategic objectives. They represent data directly connected to those projects, offering decision makers data they can use to allocate or resources they can reallocate, as well as programs for future implementation they can improve.

[image: http://img.aws.ehowcdn.com/intl-300m200/ds-photo/getty/article/56/160/80376127.jpg]Some micro-level metrics are obvious. For example, if a new HR recruiting process is implemented a typical measure might be recruiting effectiveness indicating the percent of candidates selected from that particular recruiting source (internet, newspaper campaign etc.). When a selection process is changed, the measure of effectiveness could be the actual time for someone to start. This measure is the number of days from the date the requisition for a new recruit is approved to the time he or she is actually employed. Another example is when a new employee HR suggestion system is implemented and the number of suggestions submitted is a tracked metric. In these cases, the measures are specific to the new project or program being executed.
 
The most common set of categories for micro-level measures are taken as a project unfolds. These measures are, 
· reaction
· learning
· application
· impact
These programs show value from a variety of perspectives and more importantly, they provide sufficient data to make improvements as the program is implemented. These measures essentially track the success of a project or program through an assessment chain. As employees react to a program, they learn what is necessary to make it successful, and they apply what is needed for success, which ultimately results in an important impact. 


vi. What are the main drivers for human resource planning in any organization? 
Before commencement of the human resources planning process, companies must have a firm grasp on main drivers for workplace planning and any influence of those drivers on the human resources planning exercise being done. These drivers set the context for everything you will be looking at throughout this process. 
The four main drivers for any human resources planning are;
Organization Directions; Which encompasses the organizational plans, budget forecasts new technology, working practices, organizational culture and recognition/reward systems.
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Internal labor; Which includes a determination of human resources profile by multi dimensions (gender, age, grade, occupations, length of services etc.); identification of any internal management issues like retention, separation, promotion patterns, etc. and also identifying potential areas of the workplace that are vulnerable to current or future skills gaps imbalances and look at geographical issues that could be the cause of issues identified.
 External Labor; Demographic change in a company’s probable workforce is affecting both the demand for services and workforce supply to fill our vacancies.
 Business Change; Technological changes are leading to changes in service/information delivery, way of working and the skills needed in the workforce. Consequently, this will change the competencies for positions and how we need to recruit, hire and engage our current and future workforce. Human resources planning is a ‘living’ process and needs to be periodically reviewed in order to respond to changing circumstances. Regular monitoring will ensure that organizational element will avoid strategic drift and ensure that organization’s human resource planning remain current. 

vii. What are the various Techniques of Forecasting workforce needs?
Forecasting the workforce that will be needed to accomplish the organization’s future operation and work requirements is an important aspect of a company’s HR department.
The actions to be completed when forecasting future organizational needs include;
· Understanding the future work requirements of the organization
· Identifying future competencies of the workforce
· Developing forecasting models
· Developing and expressing forecasting assumptions and scenarios.

Forecasting future work requirements involves identifying the type of work that will need to be performed to meet future organizational goals, as well as how it will be performed.
Inputs to identifying future work requirements for the organization include, organizational business plans and vision as well as reviewing the current workforce profile (including competency levels, composition and numbers).
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Having identified the future work that needs to be done, the next activity is to identify what competencies employees will need to carry out the work. Competencies can be defined organizationally or on an individual basis. Identifying competencies on an organizational basis provides a means of pinpointing the most critical for organizational success. The set of competencies that describes the ideal workforce of the future are then captured within the future workforce profile.
This set of competencies provides management and staff with a common understanding of the skills and behaviors that are important to the organization. They become a critical piece of information for Human Resource processes like recruitment, employee development and performance management.
Forecasting models can be used to assist with identifying future workforce needs. The decision to use forecasting models within a workforce planning exercise depends on the level of complexity, accuracy and scope required. Forecasting Models use mathematical and statistical techniques to simulate different organizational scenarios. The models allow the exploration of the relationship between different human resource issues and how variations in one component will have an effect on the workforce under review.
In order to make forecasting more realistic, a range of assumptions concerning the future can be developed and incorporated into different scenarios. Each scenario depicts a different future state and helps the organization predict and envision future changes and what impact they will have on the workforce. Depending upon the size and complexity of the scenario, they can be used to propose possible intervention strategies such as policy changes or increases/decreases in staffing levels and finances.


2. Evaluate the policy of cutting labor numbers in recessions.                                      (8)

Numerous amounts of literature on the policies and practices used by HR managers to help firms adjust to hard economic times is often long-winded, but can be categorized under a series of overall cost cutting headings such as wage adjustment; employment adjustment; re-organization of working time; workforce stabilization; employability; voice and engagement; and process or product innovation.
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Normally this literature focuses on efforts to adjust wage rates downwards inside unionized organizations when recession strikes and is dominated by the theme of concession bargaining. Concession bargaining is likely to be more successful if based on openness and transparency, equality of sacrifice and trade union gain - where companies agree to some trade union demands in return for accepting significant concessions. These gains can include some form of financial participation such as profit sharing or some type of employment security program. These underlying principles of concession bargaining can also apply to non-union organizations as well.

Employment adjustment can be secured by decreasing employee numbers or by increasing working time flexibility or a combination of the two. An additional possibility open to an organization seeking to avoid job losses is to develop a workforce stabilization program. A number of specific policies fall within this category, such as a temporary layoff scheme for employees; in-sourcing production that had previously been outsourced to suppliers or other companies; employee redeployment and staff sabbaticals or similar initiatives. Firms can also re-organize working time to avoid making redundancies, curb overtime, or introduce short-time working. Firms may also respond to the recession by increasing numerical flexibility: greater numbers of part-time and temporary workers are employed instead of full time workers in an effort to match more closely company employment levels with changes in demand for the company’s products or services.

It is imperative to Keep affected employees regularly and fully informed of the organization’s commercial position as well as management’s plans so as to maintain employee commitment and engagement when adjusting to adverse times. Intensive communications create a strong signal that management are seeking to develop policies which address the interests of employees. Allowing employees or their representatives to be actively involved in the formulation and implementation of organizational restructuring plans, is likely to result not only in shared understandings being created between employees and managers, but also in effective joint action to restore profitability.
Shrewd business thinking suggests that in recessionary times firms should maintain, if not increase, innovation activities designed to improve organizational products or processes.
[image: Related image] Such thinking has seeped into HR approaches towards the recession i.e. that bad economic times should not halt efforts aimed at remodeling the HR function inside the organization. In concrete terms, this means that HR managers should continue to create a leaner HR department by outsourcing various HR functions, particularly those of a transactional nature.



3. Write short notes on the followings:                                                                                  (8) 

a) Internal labor supply 

A profile database of employees in terms of their age, sex, education, training, experience, job level, past performance and future potential should be kept ready for use whenever required. Requirements in terms of growth/diversification, internal movement of employees (transfer, promotions, retirement, etc.) must also be assessed well in advance. The possibilities of absenteeism and turnover should always be kept in mind while preparing any workforce analysis.
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Through replacement charts or succession plans, organizations can find out the approximate date(s) by which important positions may fall vacant. Frequent manpower audits may be carried out to find out the available internal talent in terms of skills, performance and potential.
These charts/tables need to include and consider;

· Staffing table: It shows the number of employees in each job. It tries to classify employees on the basis of age, sex, position, category, experience, qualifications, skills, etc. (this information can be used to determine whether current employees are properly utilized or not)

· In hierarchical systems, paths the employees may take in a business, which include the promotion ladder, are well defined. It means every employee can potentially elevate themselves in the organization through a well-defined career path. All employees start in an organization at the bottom rung and climb up the ladder one at a time. Any wastage, due to resignations, retirements etc. is falling off the ladder. Young and Almond (1961), devised a hierarchical manpower system, framing sub-groups on the basis of salary grade and length of service. The basic assumption of their model is that an employee in a particular grade or a status group has a fixed chance of promotion in a given year, independent of vacancy. 

· Skills inventory: A skills inventory is an assessment of the knowledge, skills, abilities, and experience and career aspirations of each of the current employees. This record should be updated at least every 2 years and should include changes such as new skills, additional qualifications, changed job duties etc. Of course, confidentiality is an important issue in setting up such an inventory. Once established, such a record helps an organization to quickly match forthcoming job openings with employee backgrounds.

· Replacement chart: It shows the profile of job holders department-wise and offers a picture of who will replace whom if there is a job opening.


b) External labor supply

When the organization grows rapidly, or expands into newer areas of operations (merchant banking, capital market operations, mutual funds, etc. in the case of a bank as an example) or when it is not able to find the people internally to fill the vacancies, it has to look into outside sources. To this extent an organization is then able to anticipate its outside recruitment needs and looks into the possible sources of manpower supply keeping the market trends in mind, its problem in finding the right personnel with appropriate skills at the required time will then become easier. 

Organizations, nowadays, do not generally track the qualifications of thousands of employees manually. Details of employees in terms of knowledge, skills, experience, abilities etc., are computerized, using various packaged software systems which consider some of the following as a minimum which are important indicators of Labour Supply;

[bookmark: _GoBack][image: Image result for labour supply]
1. Net migration into and out of the area
2. Education levels of workforce
3. Demographic changes in population
4. Technological developments and shifts
5. Population Mobility
6. Demand for specific skills
7. National, regional unemployment rates
8. Actions of competing employers
9. Government policies, regulations, pressures
10. Economic Forecasts for the next few years
11. The attractiveness of an area
12. The attractiveness of an industry in a particular place


In Summary the external labor market is an auction market whereas workers are competing for jobs and firms bid to attract and retain new labor. Supply and demand play a role in determining the wage rates paid for the entry position to where the candidate enters the company and this often differs, normally higher, from existing internal labor compensation. This is where the external labor market has an advantage over the established internal market and gives the company flexibility for short term contracts to suit it’s needs.
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