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i. The benefits of successful workforce planning are to figure out how and organisation should move from its present manpower position to its desired manpower position. Management attempts to have the right number and the right kinds of people in the right place at the right time and doing things which achieve good result for the organisation. This also long term benefits. And also Workforce planning is a process in which an organization analyzes its current and future workforce needs based on its commitments, plans and objectives. It involves a system-wide review and analysis of the size and type of workforce that a company will need to meet its goals. This includes identifying both the quantity and the quality of the employees needed, in terms of their knowledge, skills and experience. For many companies, strategic workforce planning has several advantages, particularly in an ever-changing business environment. There are many benefits of workforce planning, including reducing costs and maximizing efficiencies.

There are three main objectives of human resource planning.
· To use the HRP current employees as best it can
· To carefully judge what future skill requirements might be needed 
· To make sure that necessary resources are available when they are required

ii. The Advantages of external recruitments are:

· When an organisation recruits externally, it opens the organisation up to a larger pool of applicants, which increases its chance of finding the right person for the job.
· External recruitment provides an opportunity for a fresh outlook on the industry that a company may need to stay competitive.
· Bringing in fresh talent from the outside can help motivate the current employees to produce and achieve more in hopes of obtaining the next promotional opportunity.
· Looking outside the organisation also allows a company to target the key players that may make its competition successful. Hiring a candidate with a proven track record for the competition allows the company to get an insider’s view as to what the competition is doing to be successful. This gives the organisation a chance to stay a step ahead of the competition.
· Hiring an external candidate also opens up many opportunities to find experienced and highly-qualified and skilled candidates who will help a company meet its diversity requirements. (Molly Gigli)
· Creative new opportunities for job seekers and experience employee.
· Branding increases externally (Molly Gigli)
· Ability to recruit the candidates with special skills employee need. (Molly Gigli)
· New innovative ideas and improvement (Molly Gigli)
· High productivity 
 (Molly Gigli) 



iii. Internal Recruitment is when the business looks to fill the vacancy from its existing workforce. And an internal source of recruitment involves recruiting candidates internally. Employees currently working in their own company are departed to other department or higher position. If the employees’ performance are excellent and up to the mark, they are given chance to occupy higher level from the current post. If extra skills required, organization are ready to provide training. This is one of the easiest ways of selecting candidates as the performance of their work already known by management.


Internal recruitment
· Cheaper and quicker to recruit 
· People already familiar with the business and how it operates
· Provides opportunities for promotion with business can be motivating 
· Business already knows the strengths and weaknesses of candidates 
· Easiest 
· Less time consuming
· No deep interview required 
· Competition among employees to occupy high level when co-employee gets promoted.


iv. 
Three stages of work force planning to understanding both the internal and external environment of an organisation and how they affect the workforce of today and in the future. 
1. Ensuring human resource goals and business goals match and that the workplace plans reflect those goals. It is also necessary that managers work within guidelines when making decisions and that those decisions reflect the strategic plans and financial resources.
2. 
Ensuring that the organisation has long-term goals which take into account anything that may affect business. Strategies must be put into place for employees’ development and in order to manage the human and financial capital.
3. 
All forms seek to analyses the current workforce and identify what future skills are needed for the delivery of better services which reflect the company’s vision. It is necessary to assess supply and demand needs to highlight any shortages surpluses or skill gaps. Any gaps identified must then become the focus of a workplace plan to build the applicable skills needed for success.


v.  Micro-Planning is about forecasting supply and demand for specific job, such as nursing, for shake-ups are things like needing to make quick changes when new challenges arise or when new legislation is introduced. 
For front-line human resources professionals, day-to-day work is about implementation - taking strategic direction from senior HR management and putting it into practice. Planning at the micro level helps to not only organize and coordinate effort; it can keep a busy HR person focused through the challenges and distractions of the average workday.



vi. Human resource planning has four main drivers:

· Organisation Directions there are organisational plans, budget forecast, new technology, work practices, organisational culture, and reward system.
· Internal Labour means looking carefully at the human resources profile. This includes gender, age, occupations, and length of services etc. of all employees.
· External Labour The demand of services and workforce supply to fill any available vacancies can be affected by demographic changes. 
· Business Changes Service and/or information delivery will be affected by any technological changes workforce skills and the way of working will also be affected. 


vii. It is necessary to consider the future needs of an organisation. This is where forecasting comes in and is an important factor in business. Through forecasting an organisation can identify potential problems facing the company. This information would come from the analyzing stage and would help develop ways of managing the gap analysis. Any predicted changes or developments that may affect production will be identified in the demand analysis.

Proper forecasting is necessary to strengthen the future position of an organisation. The forecasting stage works in four steps: identifying key workforce assumptions, validating the assumptions, using assumptions for scenario building and performing a gap analysis.

The first step is about identifying key workforce issues from data collected during the analyzing phase. It is necessary for the assumptions to clearly describe the impact on business and any risks of occurrence based on element culture.
The Second step is the validation of the assumptions. This can be done with focus groups surveys, or interview for leaders in an organisation. Whatever the feedback shows, It will either assure that the assumptions are accurate, or not accurate based on the data. If accurate, it should provide insights for the reasoning behind the assumptions.

Step three is using the assumptions in scenario building and therefore assisting in achieving the organisation’s goals. Scenarios are, more often than not, followed by qualitative or quantitative information. It will be useful To apply SWOT or PESTLE analysis to help you with this phase.

2. The policy of cutting Labour numbers in recessions is often utilize to reduce labour cost however this still must balance by the HRP methodology and understanding the new.
· Demand analysis 
· The revised strategic plan/ business priorities 
· Internal or external reports that affect business outcomes
· Budget estimates ( short-term and long-term)
· Plans for new technology 
· Employee survey information 
· External contract services 
· Political expectations
· Demographic changes technology’s influence on work 
· Changes in economic forecasting 
· Analysis of current and future levels of accountability 

These must also be balance against the effects of reduce product activity and lead time should product activity need to be increased. Another fact of the reduction of Labour is whether it was short terms or long term dismissals which will affect how the work force is able to cope when product activity returns to high level. 
 

Q.3 
Determining Internal and External Supplies of employees:
Potential supply of employees must be discovered and this can be done from either inside the company (internally) or outside (externally). 
 
a. Determining the internal supply of employees can be done using succession plan, charts, HRM information, and departmental estimates. 

· A profile of employees in terms of 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 in advance. The possibilities of absenteeism and turnover should be kept in mind while preparing the workforce analysis. Through replacement charts or succession plans, the organisation can even 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 talent in terms of skills, performance and potential.
· 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. A study of the table indicates whether current employees are properly utilised or not.
· Markov Analysis: In hierarchical systems, routes for the employees, which is the promotion ladder, are well defined. It means every employee elevates himself in the organisation through a well-defined career path. All employees start in an organisation at the bottom rung and climb up the ladder one at a time. Any wastage 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. They have used the theory of the Markov process to measure the long-term equilibrium distribution of staff among the subgroups. The basic assumption of this 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 organisation to quickly match forthcoming job openings with employee backgrounds.
· Replacement chart: It shows the profile of job holders department-wise and offers a snapshot of who will replace whom if there is a job opening.


b. External Supply when tis comes to forecasting external supplies of potential employees there is quite a lot of information available from many different sources. Agencies which are state and local economic organisations have available data on Labour supply.

· When the organisation grows rapidly, diversifies into newer areas of operations (merchant banking, capital market operations, mutual funds, etc. in the case of a bank) or when it is not able to find the people internally to fill the vacancies, it has to look into outside sources. To the extent an organisation is able to anticipate its outside recruitment needs and looks into the possible sources of supply keeping the market trends in mind, its problem in finding the right personnel with appropriate skills at the required time would become easier. 
· Organisations, nowadays, do not generally track the qualifications of thousands of employees manually. Details of employees in terms of knowledge, skills, experience, abilities etc., are computerised, using various packaged software systems.


· Important Barometers of 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. 
(post it by sujai-humanblogspot)
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