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Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	Please insert your completed assignment ( in word format)  here:
1. Give short answers to the following questions: 
1.i. What are the benefits of successful workforce planning?                                                                           
    “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 premise 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”, (by Dr. Sullivan, October 24, 2002, Why you need workforce planning).  
There are three main objectives of human resource planning. They are:
a. To use the HRP current employees as best it can
b. To carefully judge what future skill requirements might be needed
c. To make sure that necessary resources are available when they are required.
Manpower planning and forecasting is important for many reasons. Below are the most important ones.
· To understand the relationship between manpower planning and organisational planning.
· To determine recruitment levels.
· To predict redundancies (where employees may be let go from the company).
· To determine the best training levels.
· To provide efficient management development programs.
· To find the cost of the manpower.
· To raise the productivity bargaining level.
· To assess any future accommodation requirements.
· To carefully assess the cost of overheads and value of service functions.
· To ascertain whether a certain activity may be subcontracted, or given to another organization (or individual) to do.
1.ii. Outline the advantages of external recruitment.
External recruitment is the assessment of an available pool of job candidates, other than existing staff, to see if there are any sufficiently skilled or qualified to fill and perform existing job vacancies. It is the process of searching outside of the current employee pool to fill open positions in an organization.
When it 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. The Bureau of Labour Statistics has a lot of labour force information online. The Department of Labour also has information for almost any location and publishes forecasts yearly for most job types. A wide range of labour force data is also available online that companies can use, including data from professional organisations. 

1.iii. Explain why a business may choose to use internal recruitment over external recruitment. 
a. Cheaper and quicker to recruit.
b. People already familiar with the business and how it operates.
c. Provides opportunities for promotion with in the business – can be motivating.
d. Business already knows the strengths and weaknesses of candidates.
e. Cutting of advertisement costs.
f. Offers wonderful opportunities for the current staff to further their careers.
g. The current employees are familiar with the company.

1.iv. What are the three stages of workforce planning?
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 analysing 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 interviews 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.

1.v. Define the term “micro planning.” 
Micro Planning: is a community based empowering process for preparing a road map for development and management of forest and livelihood enhancement of the forest dependent communities with properly defined roles and responsibilities of all stakeholders, clearly set targets and well discussed deadlines. 
Micro-planning is about forecasting supply – and - demand for specific jobs, such as nursing, for example. If there are some major shake-ups within an organisation, micro-planning is necessary. These shake-ups are things like needing to make quick changes when new challenges arise or when new legislation is introduced.

1.vi. What are the main drivers for human resource planning in any organisation?
Human resource planning has four main drivers:
a. Organisation Directions these are organisational plans, budget forecasts, new technology, work practices, organisational culture, and reward systems.
b. Internal Labour Means looking carefully at the human resources profile. This includes gender, age, occupations, and length of services, etc. of all employees. Retention, severance, and promotion are management issues that must be identified. Any areas that may be potentially vulnerable to skills gaps must also be identified. All of these will affect recruitment and retention of the workforce.
c. External Labour The demand of services and workforce supply to fill any available vacancies can be affected by demographic changes. It is necessary to keep abreast of any and all changes.
d. 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. In turn, the competencies for positions will change as will recruiting methods and how to engage the workforce.

1.vii. What are the various Techniques of Forecasting work force needs?
a. Trend Analysis: carefully analysing past employment levels of a company and predicting future levels based on the history is what trend analysis is used for. A company that has an increase in employment levels at 5% per year will likely forecast a 5% increase in the next planning period.
       Trend analysis is more appropriate for an existing business because it requires historical staffing data to make future staffing predictions. Reference: Ratio Analysis: a new businesses, or one having less than five years of historical staffing data, often uses a ratio analysis forecasting technique. Ratio analysis uses elements called causal factors that can be linked to and help predict future staffing needs. Organizations often have standard staff tables that can be used in ratio analysis. As an example, a restaurant chain would know how many waiters, cooks, managers, etc. are needed to staff a restaurant. If the organisation expands and opens more restaurants, the workforce needs can be forecast easily. 
b. Turnover: this is often referred to as historical turnover and is in fact, another kind of trend analysis. It provides more information for more accurate forecasting.

c. Nominal Group Technique: using the nominal group technique is a way of forecasting and making decisions as a group. Each member must make their own independent forecast before discussing anything with the rest of the group.

d. Delphi Technique: the Delphi Technique requires experts to develop forecasts independently and the share them with each other.

e. Group Think: occurs when group members, in the interest of developing group cohesiveness, reach consensus without fully considering what might be opposing forecasts.


f. Managerial Judgment: Managers and executives are often asked to develop forecasts. This is done based on their experience and knowledge. Forecasts can be from the top levels of the company or a collection of departmental estimates from the bottom of the organisation up.

g. Computer Modelling:
Evaluating the company’s workforce needs through various scenarios can be done using sophisticated computer software. More and more organisations are purchasing and using specific types of software for this reason.

h. Multiple Methods: it is a good idea for companies to use more than one method of forecasting because it will be more accurate than using only a single one. This is why most companies will use multiple forecasting methods. 

i. 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).

j. Determination of Appropriate Strategies: the senior HR personnel are required to develop strategies to realise the planned levels of employment. They are the ones who are knowledgeable about the demand and supply for labour leads. Three conditions may result from the analysis: 

· Equality: This is where the strategy becomes one of keeping current employees.
· Insufficient number of Employees: In this case the strategy becomes recruitment.
· Toomany Employees: This is where the strategy must be to decrease the employee numbers.

2. Evaluate the policy of cutting labour numbers in recessions. 
Recessions generally occur when there is a widespread drop in spending (an adverse demand shock). This may be triggered by various events, such as a financial crisis, an external trade shock, an adverse supply shock or the bursting of an economic bubble. Governments usually respond to recessions by adopting expansionary macroeconomic policies, such as increasing money supply, increasing government spending and decreasing taxation. 
Firms were allowed to choose as many options as they wished from the list below: 
a. Reduce or eliminate bonus payments and other monetary benefits;
b. Reduce or eliminate non-monetary benefits;
c. Slow or freeze the rate at which promotions are filled;
d. Recruit new employees at a wage lower than the wage of those who left the firm;
e. Reduce the number of employees. 

· Institutional background
In the face of negative labour demand or supply shocks, firms are expected to reduce labour costs. This can be achieved by reducing employment and/or the average labour costs. In the real economy, however, firms face restrictions in terms of the channels of adjustment they can use, so that the way in which they distribute shocks across the various labour-cost adjustment channels is expected to depend not only on the technological and market restrictions, but also on the institutional and structural constraints of the economy, including wage rigidity and employment protection legislation.

· Theoretical background
[bookmark: _GoBack]Given the characteristics of the Portuguese labour market, we model firms’ reaction to shocks by assuming a “right to manage” situation where base wages are bargained collectively but other components of total compensation and employment are chosen optimally by firms subject to adjustment costs (namely hiring and firing costs), as well as to institutional constraints. In order to discuss the impact of negative labour demand and supply shocks on wages and employment, we resort to a very stylised model where it is assumed that firms do not pay bonuses or any other monetary or non-monetary benefits, so that total compensation coincides with base wages. To maximize profits in a “right to manage” situation firms must choose employment so as to equate the wage, which they take as given, to labour’s marginal impact on firm’s revenues.
Let us assume that the inverse labour demand schedule of firm i may be written as: (There have been changes in letters because it was hard to copy the simples)

a.           W = - O J + D
Where W is the log of firm’s labour cost, J is the log of employment, D measures other factors that affect labour demand, O is the inverse of the elasticity of the labour demand schedule. 
b.              W = N J + S
              Where N is the inverse of labour supply elasticity, and S measures other factors that affect labour supply.



b. Solving the two equations for wages and employment, we get:

	O 


                              W =    N + O      S      + 
	N 


                                        N + O      d 

3. Write short notes on the followings: 
a) Internal labour supply: 
Determining the internal supply of employees can be done using succession plans, charts, HRM information and departmental estimates.
· Replacement Charts
Replacement charts may come in the form of manuals or automated records. They display
information regarding which employees is ready to be promoted to specific positions.
Whenever needs are forecasted for particular jobs it is the replacement charts that assist
in identifying the supply of candidates (from inside the organisation) to fill the positions.
· Human Resource Management Information Systems
The qualifications and skills of a company’s employees are contained in HR management
information systems. This information will be viewed to check for potential candidates
with the desired skills after workforce demand is forecast.
· Departmental Estimates
Every organisation and its departments go through continual flows of employees in and
out. Analysing this movement is valuable in forecasting internal supply of employees.

Estimated Internal Labour Supply for a Department
Current Staffing Level – Outflows + Inflows = Internal Supply
Inflows: transfers from other departments, hires from the external labour market, recalls from lay-offs, or employees returning from leave.
Outflows: retirements, resignations, death, promotions to other departments, transfers to other departments, or terminations/dismissals.
b) External labour supply 
When it 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. The Bureau of Labour Statistics has a lot of labour force information online. The Department of Labour also has information for almost any location and publishes forecasts yearly for most job types. A wide range of labour force data is also available online that companies can use, including data from professional organisations.
External candidates’ availability can be affected by:
· Economic conditions.
· Unemployment rates.
· College and high school graduation rates in the relevant labour market.
· Migration in or out of the area.
· Skill levels of potential candidates in the labour market.
· Competition for labour in the labour market.
· Changes in the skill requirements of the potential job openings in the company.

Reference:
· (Dr. Sullivan, October 24, 2002, why you need workforce planning).
· (mpforest.gov.in/hrd/Syllabus/).
· (http://yourbusiness.azcentral.com/forecasting-techniques-human-resource). 
· (https://en.wikipedia.org/wiki/Recession).
· (https://www.bportugal.pt/sites/default/files/anexos/papers/ab201206_e.pdf).
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