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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.

i. The benefits of implementing a successful workforce planning can assist an organization in retaining critical employees from leaving, smoothing out business cycles (avoiding delays, developing employees by providing them with the right skills), avoiding talent surpluses or shortages, preventing and identifying problems before they emerge, improving a business image, taking advantage of opportunities.    

ii. Outline: Advantages of external recruitment
- Growing and changing an organization. 
- Brings new ideas and different approaches to problem solving.
-  Better practices. 
- Knowledge about new services and products.
- Assists in the cultivation of stronger and better teams.
- Supports the job brand name (vacancies are widely known).
- Inexpensive process in terms of experience (no need for on the job training, recruiter is skilled experienced and qualified for the job).                   

iii. A business chooses to fill a position internally when alternatives are limited or the company wants to reduce time and costs. Furthermore the position might be an easy task for a person within the organization to handle thus eliminating the induction training from the equation* (external recruitment*). On the plus side for the organization it offers employees incentives to perform well and they will get rewarded.    

IV. The three processes of workforce planning are: forecasting workforce needs, ascertain external and internal supply of employees and developing forecasted needs related to project supply to achieve a desirable outcome.  

 v. Micro planning is a strategy for the development, utilization and use of human resources in the organization. Is about forecasting supply and demand for particular jobs.

vi. There are four major drivers in Human Resource planning and this are Internal and External labor, Business changes and operation directions. 

vii. Techniques used in forecasting workforce needs are mentioned below: 

· Statistical Techniques
· Ratio -Trend Analysis
· Delphi Technique 
· Managerial Judgment
· Work study technique
· Econometrics  
· Estimations based on historical data or based on techniques of production
· A combination of Methods 






2. Recessions are not the most profitable times for businesses and certainly not the most pleasant for their employees as layoffs and downsizing are often inevitable during this times. The main focus of an organization is mainly to reduce cost, layoffs is one of the ways to do so. In my opinion more efficient ways in dealing with profitability during recession times can be applied, labor reductions show that a business does not really care about its employees and it is all about the money, setting a bad example for the remaining of personnel on ‘whose next’. This could lead to nasty office politics and personnel turning on each other from fear of job loss (the primary objective which is profitability through innovation team work etc. can easily turn to toxic deterioration of the organization). Thus a different and smarter approach can be implemented were office hours and working days can be decreased leading to salary reductions and the survivability of the organization by maintaining the current workforce as it is. Of course there are some rare cases that layoffs could be implemented during recessions this concerns employees with poor evaluations and no signs of improvement.      

3.  a) Internal labor supply 

	Staffing table
	Shows and categorizes the number of employees at each job.

	HRM Information Systems
	Assessment of employees skills, special qualifications etc.

	Markov Analysis
	Predicting internal employee movement each year and identifying if promoted, transferred, resigned etc. 

	Replacement charts
	Shows the employee who’s ready for promotion whenever a specific job position is available.



    b) External labor supply


	Population Demographic changes 
	Retirement rates etc. 

	Economic conditions
	National & Regional economics

	Education Level of the workforce
	Increase of more educated personnel, competition for talent

	Demand for specific employee skills
	More complex tools and procedure industry awareness, technological development patterns

	Population mobility
	Availability of personnel geographically 

	Governmental policies
	Rules and regulations changes




[bookmark: _GoBack]




	



Student Statement:

By submitting this assignment, I confirm that this is my own work.



	Student Signature
	Ploutarchos Kongorozis
	Date
	28/09/2016




For Tutor / Assessor Use Only
	Total Marks
	

	Marks Obtained
	

	Percentage / Grade
	













image1.png
ﬁ
o R




