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Assessment 12                                                                                            Total Marks: 30  
1. Give short answers for the following questions:                                                                   (24) 

I. What is Human Resource Management? Discuss its relevance to construction industry?
Human resource management origins date back to the late 1920’s however in today’s construction industry, following an intimal role of acquiring manpower for a project, their role is a lot more dynamic as can be illustrated below.
     
      [image: https://encrypted-tbn3.gstatic.com/images?q=tbn:ANd9GcQeMkmivvi5BplO93sPMKs1jFnxShq0cnaX9zG3q9vpVFERFI8x]HRM encompasses many functions and these include;
· The recruitment, selection and hiring of employees
· Orienetation and inductions
· Remuneration (including pay, allowances, pensions, bonus etc.)
· Training, development and motivation
· Employee welfare
· Industrial relations
· Promotion prospects
· Ongoing employee maintenance of all of the above
In the construction industry HR takes on another dimension due to the fluid state of the workforce, many being contract workers. Manpower is one of the primary inputs into any production progression therefore the planning process must ensure not only are the correct policies, procedures and practices in place, but the right number and qualified people are correctly positioned and at the right time, and this task is enormous and cannot be underestimated for a company to be competitive and successful.  
For a construction site getting the right chemistry to ensure the correct level of recruitment, the category and the training needs, potential employee development/promotion and retaining the best employees for future use is a fine balance that must be accomplished. 

II. What is HRD? How is it different from HRM? 
HRD, which stands for human resources development, is a component of HRM that focuses on ‘nurturing’ employee’s skills and abilities. Because the process of hiring new employees can be long drawn out affair (and an expensive one), most companies employ the strategy of HRD to promote longevity of employees within the company because through this, if suitable, an employee is likely to stay with the company and/or progress up the managerial ladder.
HRD does not only put emphasis on development of skills but also focuses on the personal development of employees. The HRD section, often head office based, needs to have specialists with impeccable people management skills as they need to be able to recognise talent within people from a cross section of backgrounds and cultures. HRD is also concerned with identifying strengths and weaknesses among different employees and devising training means that aim at making those skills complement the each other.
[image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcRonKc9Xl2d8Oi2p5JF_QIE-6u8FkwrguhYryi7YFBk02he6mt2]
HRM however is the art of managing all aspects of the human work force at a company or organization. HRM aims at providing an optimal working environment for employees to exploit their skills within the construction industry and to draw out their best to achieve the company’s intended output. Because construction individuals’ needs and expectations are ever growing and changing this section of HRM is specifically there to help employees cope with such desires and prepare them for future uncertainties. 

III. What is reward and compensation policy?  
A carefully designed reward and compensation scheme or policy can greatly enhance an organization's effectiveness and productivity.  Today, complex reward systems are needed to meet the demands of a more diverse construction workforce.  These systems differ both within and between organizations.
[image: https://encrypted-tbn2.gstatic.com/images?q=tbn:ANd9GcQZtXlQC3VLq9UC3tpL2EPD17wUcGL5_5lMVXA3dApxwwwWNyYk]
It is important to ensure that compensation systems effectively control labour costs, improve employee productivity, and boost quality of services. The basic salary and pay scale reflects essential value of a job based on an appropriate job evaluation method. Over a period of time since the sixties and seventies however, salaries have developed into various components and allowances are now prearranged for specific purposes to fulfil a particular need of employees. 
These allowances range from enhanced overtime rates, health care, company pension contributions, car allowance, uplifts for levels of ability (welders with enhanced coding’s as an example) and living away from home allowance to name but a few. Each company has its own peculiar range of allowances depending upon its nature of operation, organizational history and value system of management, which of course must be vetted and endorsed by HMRC. 
Background rewards and recognition in today’s world also play an important part in motivating employees and improving performance. Increasingly, organizations are finding they must focus on the total compensation package for employees. Companies are also developing more complex recognition programs which focus on non-monetary rewards for employees, such as employee-of-the- month, service awards and departmental nights out devised for meeting targets or goals.

IV. What is the importance of discipline in industry? 
Discipline means order, the right attitude to your work, your colleagues, and your company, to life in general and the code of behaviour in how one conducts themselves. 
Within this Self-discipline refers to the ability to control one’s own feelings which is very important and leads to overcome one’s own weaknesses. People need be guided by rules. Being respectful to our elders, for example, is a mannerism being lost too easily.
Our life, our society, our jobs or even the world will go astray without discipline. So some sort of discipline is required everywhere. There is order in nature itself and even small disorder in the world of nature leads to chaos.
In the construction industry, as in most, we ourselves sometimes break the rules which we expect our employees to follow. If a manager comes to work late he has no moral right to expect his workers to come in on time and obviously since he himself will not be there to observe his employees, he will never get to know the other late comers in his department and be able to deal with the situation accordingly. Many managers will claim that they are not answerable to their employees and however true this belief is, they are undeniably answerable to them. They cannot preach what they themselves do not practice and if they still insist on such ill-discipline, the employees not only lose respect for their superior but their productivity, performance and morale will most definitely deteriorate.
[image: https://encrypted-tbn3.gstatic.com/images?q=tbn:ANd9GcTB0K9kA757ZzVfzTOXW_3gV-nF7FThz9FFabEQmhYKqI5KDrIH]
[bookmark: _GoBack]Discipline is a good thing. It builds character, it develops strength, respect and unity, it creates a sense of co-operation and therefore has to be uniformly applied on everybody in the construction group irrespective of his position or status and it has to flow from the top of the organisation. With discipline a cycle if formed, as illustrated above, whereupon consistency, confidence, patience and most importantly for the employer profits and success are the benefits.

V. What is voluntary and involuntary separation? Discuss with examples. 

Termination of employment, whether voluntary or involuntary, can be one of the most traumatic events an employer and employee faces. Depending on the reason for the termination, employees may have different rights, and employers may have different responsibilities.  The following highlights some of the more common reasons for termination of employment, as well as key differences between voluntary and involuntary terminations which may impact an employer's responsibilities before, during, and after the termination of an employee. 
There are a number of examples involuntary separation such as;
· Layoff/Reduction-in-work force
· More cost-effective alternatives
· Closure of business
· Termination for; poor performance, tardiness/absenteeism, failure to abide by company policy, insubordination and gross misconduct
· Death of employee

 Examples of Voluntary Termination (Employee Resignation)
· Move to another job 
· Going back to school or switching to another career 
· Personal or family needs (beyond family/medical leave entitlements) 
· Retirement 
· Quitting as a result of; workplace conflict or bullying, low morale, dissatisfaction with position and/or future with company 
[image: https://encrypted-tbn2.gstatic.com/images?q=tbn:ANd9GcS0UhEcIJjwC-5kqLXqMbGDpDpUndAJhJnxOtkQ4mCctwf1dOaO]
Key Differences between Involuntary and Voluntary Termination
The reason that an employee leaves a company may affect their responsibilities and the employee’s post-termination rights such as; 
· When an employee retires, the retirement plan that you sponsor may need to prepare for making distributions to the employee.
· If the employee dies, your life insurance plan may need to distribute proceeds to the employee’s surviving spouse or dependents.  
· If an employee is terminated reasons deemed to be “gross misconduct,” he or she may not be eligible for unemployment benefits or severance pay 
· If an employee is terminated in connection with a mass layoff due to a contract completion or company failure, the employer may be required to provide all such affected employees advance notice (say 60 calendar days) 
       [image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcRE3Vq6JriREsADyqKmRyIke3SC3wBMGliJFAaHRLky4qLuOAEgzA]
In recent years it has become imperative for firms to have a structured separation plan for orderly exits of employees. This situation must be managed as involuntary exits are normally difficult situations and may involve some bitterness that results because of the employee losing his or her job. In conclusion employee separations must be handled in a professional and mature manner and although attrition is a fact of construction life, once an employee decides to leave, the separation must be as smooth as possible.

VI. How is recruitment different from selection?    
Recruitment and selection are vital positions within the human resources process. While different members of the human resources or management team may be responsible for various aspects of the recruitment and selection processes, the two go hand in hand. Thorough planning and evaluation of the hiring process are essential to avoid a hiring mistake.  The whole process is illustrated below: 
[image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcTSCNtToD_bUbVeiVW7T-SyclgW1Lg_TsHxWwR-nsYSP-qP41sFeQ]Recruitment begins with sourcing potential applicants. The human resources department or nominated recruiter may use either inter departmental notifications on the company web site or notice boards to advertise vacancies internally. Externally he will have a lot more outlets to advertise such as, through recruiting agencies, newspapers/journals, job fairs, word of mouth/references, networking and social media which can all be used to create interest in available positions the company needs. Pre-screening interviews, skill testing, background and reference checks are part of the recruitment process. 
Selection is the process in which the candidate pool is narrowed and an applicant is chosen. 
[image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcT5FqqR6fync_uyOQB0oUuykVX8Et0E1RroH3Uma5zOxsZPd7qL]The selection process may involve a series of interviews, personality assessments, trade tests and perhaps criminal background checks. Negotiations of salary, benefits and job duties are the final stage of the selection process. 

2. Discuss various techniques of manpower planning.                                                              (6)
The process of human resource planning is one of the most crucial, complex and continuing managerial functions which faces a company. 
[image: https://encrypted-tbn0.gstatic.com/images?q=tbn:ANd9GcSan_Ut19KrK1P1pRBkwSOV1RLWzXLkUvLSW314T6ctEMav_F5X]
Human resource planning uses methods within recruiting, development and employee retention to achieve executive goals. Workforce analysis allows HR to compare the current workforce to future employment needs based on the company’s growth forecast. Determining future requirements allows for methods of attracting, training and retaining of quality employees to fulfill key roles within the organization.
Techniques such as the following are used;
Workforce analysis;
HR must consider what number and type of future workforce is needed to satisfy the organization's strategic objectives. By analyzing the current workforce and comparing to future employment requirements, it can discover what gaps or surpluses exist. This information allows HR to prepare plans that adjust the workforce as needed. An organization that plans to increase sales by say 50% in the next three years may require the workforce to grow by 5%. After considering what employment changes are needed, HR should prepare evaluation plans to ensure the future workforce meets company’s ambitions.
Seminars and Job fairs;
To achieve strategic objectives, HR must plan to attract and recruit employees in both quality and quantity. Seminars and job fairs offer employers an opportunity to introduce themselves, advertise and promote the company basically selling themselves to potential candidates. Participating in fund-raising events and other social functions is another method for attracting and recruiting job applicants.
Training Programs;
To improve its current, and future workforce, HR planning must focus on employee development or training. These programs can improve general employee skills such as carpenters, bricklayers and focus on enhancing these specific work-related skills. Training and retraining programs can also reduce current and future liability with employee safety emphasis as the focus on safety at work cannot be underestimated.

[image: https://encrypted-tbn2.gstatic.com/images?q=tbn:ANd9GcRmKeB3mhTBtF-MnOECF6jxpUOP8t7GG5vbXy0pu1IuhPIyDxjA]

Retention programs;
Retaining employees is difficult because of the other employment opportunities that may attract them. Better pay, working nearer home, location, social life are all attractions to workers but HR can reduce the likelihood of employee departures by planning retention programs. These programs can focus on employee recognition and benefits but they must also take into consideration the individuals concerned. They can also include rewards, advancement or growth and work-life balancing. By showing a genuine interest in employees and respecting their contributions, the organization is able to further increase employee retention. In the unfortunate event an employee decides to leave, exit interviews will provide valuable feedback that can assist the organization with employee loss prevention in the future.
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