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1.


i. The Business dictionary defines Human resource management as the process of hiring and developing employees so that they become more valuable to the organization. It involves conducting job analyses, planning personnel needs, recruiting, orienting and training, managing wages and salaries, providing benefits and incentives, evaluating performance, resolving disputes, and communicating with all employees at all levels. A construction project relies on skilled manual labour supported by a management framework, which has to coordinate many professional, construction and supplier organisations whose intermittent involvement will change through the course of the project. According to Loosemore, Dainty and Lingard, “Human resources represent the large majority of costs on most projects, and the industry employs an extremely diverse range of people from wide range of occupational cultures and backgrounds, including people in unskilled, craft, managerial,   professional and administrative. These diverse groups of employees operate as an itinerant labour force, working in teams to complete short-term project objectives in a variety of workplace settings. Hence the industry’s project-based structure is made up of many disparate organisations which come together in pursuit of both shared project objectives and individual organisational objectives”.


 


ii. The term Human Resource Development or HRD refers to the development of people working in an organisation. It is a subset of HRM; that aims at improving skills, knowledge, competencies, attitude and behaviour of employees of the organisation. Human Resource Development involves providing such opportunities to the employees that will prove beneficial in their overall development.  Compared to HRD, HRM is different in a sense that HRM is associated with management of human resources while HRD is related to the development of employees. HRM involves  organisational activities like planning, staffing, developing, monitoring, maintaining, managing relationship and evaluating whereas the latter covers in itself the development part i.e. training, learning, career development, talent management, performance appraisal, employee engagement and empowerment.  In addition, author S.Surbhi notes that HRM is a reactive function that attempts to fulfill the demands that arise while HRD is a proactive function that meets the changing demands of the human resource in the organisation and anticipates it.


                                                                                              


iii. A Compensation and Rewards Policy is a tool used by employers to effectively attract, retain and motivate employees. The program results in equitable payment for performance of a service, in exchange for the work of an employee. The right compensation and rewards schemes ensure that hard-working employees are rewarded fairly and in the most cost-effective way for the company. This in turn then motivates employees to sustain their performance. In addition, employers regularly monitor their compensation policies to ensure they are paying employees in an equitable manner and as competitively as possible when compared to other businesses in the industry. According to Ruth Mayhew, compensation policies range from basic shift differentials for employees who work outside normal business hours – such as swing shifts or graveyard shifts – to strategies that reward employees for high-level performance that reaches organisational goals. 





iv. The construction industry is inherently a diverse and dynamic industry. Its scope can be expensive, its environment can be hazardous and its execution needs to be timely. The nature of the industry therefore requires individuals who are not only exemplary, but can also can make cost effective decisions, manage resources of the project like materials, time and labour and also ensuring a safe working environment for the teams.








v. A Voluntary Separation is payment made to eligible employees who separate through resignation, optional retirement, or early retirement. Voluntary separation can also be due to medical conditions for instance whereby a doctor may recommend an employee retire due to medical reasons such as disability or illness. Involuntary separation is when the employee leaves the organisation due several reasons. For example, poor performance at tasks that affect the projects timeline. Apart from the above, other reasons include misconduct of the employee, or dismissal due to medical conditions.  





vi. Basically, both recruitment and selection are the two phases of the employment process. Recruitment is the process of searching the candidates for employment and inviting them to apply for jobs in the organisation. On the other hand, selection involves the series of steps by which the candidates are screened for choosing the most suitable persons for vacant posts. The basic purpose of recruitments is to create a talent pool of candidates to enable the selection of best candidates for the organization, by attracting more and more employees to apply in the organisation. However, the basic purpose of selection process is to choose the right candidate to fill the various positions in the organisation.


[bookmark: _GoBack]2. Manpower planning involves implementing policies, procedures and practices to assign the right number of suitable people for the achievement of goals of the organisation. Two approaches may be considered; planning recruitment before starting the project or planning recruitment when project is in progress. However, some scholars argue that manpower planning or human resource planning has to be a systems approach, carried out in a set procedure. According to an article shared by Malik Shawal, manpower demand refers the total human resource needs of an organisation for a given time period. Therefore, once the precise nature of an organisation’s demand is identified, methods for forecasting can be designed and implemented. In addition, using short-term forecasts through conversion ratios provides a rough estimate of the number of employees required and may indicate very little about the types of manpower needed. Therefore, it is important for an organisation to carefully define not only the number of workers needed by the entire organisation, but also the type required at various levels, departments and locations. On the other hand long term forecasting uses mathematical and statistical models. Mathematical models used in manpower forecasting are based on selected key variables that affect the organisation’s overall manpower needs. In addition, manpower planners must consider both the external supply i.e. employees available for hire in the organisation’s geographic workforce and the internal supply (the organisation’s current employees) of human resources. 
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