Modupe Oduola
8670
Assignment No 1
7

[image: BOLC_Logo]                                                                  
   Assignment Cover Sheet





	Student Name:
	Modupe Oduola

	Student Number:
	8670

	Course:
	Diploma in Human Resource Management (Level 4)

	Assignment NO:
	2



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.
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Human Resource Planning
1.
i. The benefits of successful workforce planning are: 
a. To fill critical roles in the organization: Strategic human resource planning is very essential in identifying critical roles that needs special talents to fill. The success of any organization depends on the efficiency and effectiveness of the workforce.

b. Skills Gap: Strategic human resources make it easier for organizations to deal effectively with skill gaps either by recruiting specialists to tackle the area where more knowledge is needed or send employees on training to acquire more knowledge.

c. Future Needs: Human resource planning enables management to cater for future needs. They know where they are and where they want to be. This makes it easier to deal with challenges of the future and to know the number of employees they need to fill different roles.

d. Training and Development purposes: Human resources planning involves determining who and who to send on training or courses whether internal or external depending on the demands of the job the employees do.

e. Budgeting Purposes: Effective human resource planning is beneficial for budgeting purposes as regards training and development, payroll administration, overheads, bonuses, incentives etc.

f. Succession plan: It helps in determining the succession plan of a company be it promotion or external recruiting to fill higher posts.

g. Government influences: human resource planning recognises the fact that there is government legislation and government control which must be adhered to like working conditions and hours of labour, making room for disadvantaged people, restrictions on child employment, etc. Effective human resource planning caters for all these. Human resources must look into the future to prevent any manpower problem from occurring.

h. Demographic change: Human resource planning deals with these changes of age, literacy or social background. For instance, in marketing department, the human resources may want to employ people of younger age of workable age to attract a target market.

11. The advantages of external recruitment:
External recruitment involves recruiting suitable candidates with relevant qualifications, experiences and competencies to fill job vacancies from outside the business rather from inside.

The advantages are:
a. New Talents and Ideas for job Competencies: Recruiting from outside the business enables the company get suitable candidates with fresh and innovative ideas which may not be currently present in the organization.

b. Gives Room for Cross Industry Experience: Candidates from outside must have worked in different organizations and may have better job skills needed for the particular post being recruited for. It allows the best candidate to be selected.

c. To effect change in the organization: change is inevitable in any organization. If the organization is recruiting to meet a specific change, for instance, technological change with introduction of new systems, computers, e-transactions, etc., it may decide to recruit from outside if that skill is lacking in the existing workforce.

d. Larger Pool of Candidates: A lot of applications come in when a certain job is advertised. This external recruitment enables organization to have access to a pool of experienced and competent candidates to select from.

e. Saves Training Costs: Employees recruited from outside at times need no training as they come in with expertise and experience from previous work place.

f. Competitive Advantage: Most times, external recruitment makes an organization have competitive advantage over their competitors. Employees recruited from outside use their previous experience to help the organization achieve its goals and objectives. They expose the organization to the best strategies being used at their previous places of work to make things happen.

111. Why a business may choose internal recruiting over external:
Internal Recruitment involves filling job vacancies from the existing employees of an organization. There are various reasons why a business may prefer internal recruitment to external recruitment. These reasons are: 

a. Internal recruitment saves time and money: There is no need for public advertisements like newspaper publication and no recruiter’s fee if the company wants to engage a recruiting agency. It is just the internal arrangement of re-shuffling, transferring to a different department or promoting. No series of interviews involved.

b. Motivation and Morale: It increases morale and staff are being motivated to perform more if a higher post is being given to an existing staff in the organization in form of promotion. This motivates the employee and others can believe that that there is a career growth in the organization.

c.  No need for Orientation: If a vacancy is filled from within the organization, the employee does not need any induction training because he already is familiar with the organizational culture, experiences, policies and procedures.

d. Less Risky and Certainty in Expectation: If an internal person is recruited for a certain post, the management is certain about his capabilities and to what extent he will perform the job assigned him. This is because people lie in curriculum vitae and interviews. They over-promise and under-deliver.
1V. The three stages of workforce planning:
a. Forecasting of workforce needs: The organization must determine number of employees needed, what positions need to be filled and how to fill them, the competencies required, specifications, job descriptions, locations, whether permanent or temporary, whether internal or external recruitment will be used, budget analysis etc. The business plan should identify these.

b. Determining internal and external supply of employees: The next stage is to determine which employees to recruit from within the organization (internal) and those to come from outside (external). The forecasting method shows the number of employees and the workforce planning shows the potential supply. Internal supply could be achieved through succession plan in case retirement, termination, resignation etc., departmental estimates or chats showing who to promote next. External supply may depend on the labour market or information from the bureau of labour statistics. 

c. Determining strategies to achieve forecasted needs to projected supply: One of the duties of human resources personnel is to determine if the planned level of employment has been achieved. The strategy may be to retain the current employees, to recruit if the level is low (insufficient employees) or reduce (retirement, lay-off, termination) if the level is high or there too many employees for the available jobs.


V. Micro Planning: Micro planning is about determining the demand and supply of specific jobs including future changes like new legislation, technological change, political change, labour laws that might arise which should not affect the organization due to the prior planning and vision. It gives room for business continuity in case of unforeseen challenges. This could be planning for deaths, resignations, termination or dismissal, transfers and filling up these vacancies.

V1. The main drivers for human resources planning are:
a. Internal Labour: This is looking at all areas that will affect recruitment and retention of labour. These factors are gender, age, occupation, and length of service. Management must also look into areas of promotion, severance, skill gaps and re-engineering. This will assist in determining whether the human resources profile of all employees is befitting the business or more skilled workers are needed.

b. External Labour: The main external factors are demand and supply. The management of an organization has to keep abreast of the changes in the external environment that affect human resources planning. Changes like labour laws and regulations like prohibiting discrimination, demographic changes, competitors and unemployment rate.

c. Organization Directions: These play very important role in human resources. These factors are organizational brand and culture, organizational changes or re-engineering, work practices, changes in technology, budgets forecast and reward systems.

d. Business Change: Delivery of services always change with business change. New technology will require staff that are skilled in that area. This will affect the competencies of positions sought.

All these factors have to be reviewed periodically for human resources to stay current and not outdated.

V11. The various techniques of forecasting workforce needs
Forecasting is very important in any business planning and it uses historic data and scenarios that are predicted to determine the workforce that will be needed for an organization.



The various techniques are: 

a. Trend Analysis:  This is the method where future level of employment is predicted based on the past trends. This should be doe departmentally and for sub units. This method is near accuracy because if the employment rate in the past has been 8%, they can use this as a benchmark to predict future rate of employment.

b. Ratio Analysis: This is where an organization uses ratios in relation to productivity to predict workforce needs. If the company has been using five staff to service 500 customers, if the company customer base increases to 2000, it might use that to make a decision to increase staff to 20 using ratio analysis.

c. Nominal Group Technique: This is technique where decision is made as a group and each individual is expected to make his own forecast and then discuss as a group before a decision is made.


d. Delphi Technique: This method relies on a panel of experts. This is where independent expert is expected to make his own forecast and then share with the group. The group can now select which forecast to use among the experts.

e. Group Think: This method involves group members reaching a consensus to make a forecast.


f. Turnover: This method uses staff turnover rate to generate the level of staff to maintain current employment level. This is also a type of trend analysis.
g. Computer Modelling: This is computer based scenarios to make a decision about employment levels.

h. Multiple Methods: This is when more than one method is used to arrive at a decision concerning workforce needs.

2.  The Policy of cutting labour numbers in recession
During recession, a number of companies will consider cutting their labour numbers to sustain their businesses. However, it has become increasingly difficult at times to cut labour numbers due to labour market legislations and regulations, union activities and so on. Labour cut can be done through termination of employment, retirement, redundancy, retrenchment, lay-offs etc. 
Some companies cut hours of work, wages or fringe benefits (reducing labour costs) rather than labour cut in time of recession. Some cut the number of temporary or contract workers instead of their full time workers because these people already know that the nature of their employment is not permanent. The company must have invested a lot on their permanent staff in terms of mentoring, training and development and it could be devastating letting them go with such wealth of experience.
Where labour cut has to be done, it has to be transparent, objective and fair. The staff should be informed about the situation of the business and why labour cut is inevitable as the solution in sustaining the business. The affected staff have to be paid severance entitlements in accordance to labour law or contract of employment. 

The effects of labour cuts are the following:

a. It increases the rate of unemployment. Laying off staff or termination puts more people in the unemployment market.
b. It puts a lot of stress of the staff that survive the layoff. The implication is a department that is being handled by six staff may end up having just four staff at the end of the labour cut exercise. 
c. Lack of job security: When staff are laid off, the surviving staff feel threatened that the same thing might happened to them in the future thereby working in anxiety.
3. Internal Labour Supply: This is when an organization recruits from within the company, that is the existing workforce

    Advantages of Internal labour Supply:
a. It is quicker to recruit because it does not involve protocols.
b. It is cheaper since it does not require recruitment costs and training costs for new entrants.
c. There is certainty of what to expect in terms of knowledge, competence and attitude because the person being recruited has a track record.
d. It improves the morale of workers if they are being given new responsibilities especially when the position to be filled is higher.
      Disadvantages of Internal labour Supply:
a. Knowledge and competence are limited because there is no larger pool of competent people to choose from. It limits the flow of new ideas into the company.
b. It creates unhealthy rivalry among staff. Staff competes with one another to be considered for a new position during an internal recruitment process. This could cause conflict
c. Favouritism: The recruitment process might not be objective and based on merit. There might be referral of favourites who are not necessarily the best hands in the company.
d. Due to lack of fresh ideas, the company ends up with the same old system of doing things and not move with new ways or technology,
    External labour supply is when an organization recruits from outside the company, that is external labour market.



Advantages of External Labour Supply:
a. There is a large pool of fresh ideas and talents to choose from. This makes it easy for the company to select the most suitable for the job advertised.
b. Employees are usually recruited on merit without any interference from within the company.
c. Bringing new people from outside the company may be a challenge for the internal staff to step up in enhancing productivity.
Disadvantages of External Labour Supply:
a. It is costly because the company has to expend on advertisements or human resource experts.
b. It is a long process. It takes time because there has to be series of interviews for a suitable applicant to be selected.
c. It can decrease the morale of the internal employees if they see the new entrants as a threat to their job security.
d. It can also cause unhealthy rivalry between the internal staff and the newly recruited from outside.
e. Training costs: Because the employees recruited from outside the company do not have adequate information about the policies, procedures and values, there will be a need to train them thereby incurring cost.
f. There is no certainty in what a person recruited from outside the company may bring because some of them lie in their curriculum vitae.
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