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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. 
	1.
(i) What is Human Resource Management? Discuss its relevance to the construction industry? 

Human resource management is the management of all issues relating to manpower to bring out the very best performance in employees in order to maximise productivity and promote the growth of the company. The human resource team of an organisation is tasked with the responsibility of managing the human resource of the organisation, making it possible for managers to focus their attention on their key

The importance of human resources management in construction industry is
· To determine the direct level of recruitment in each category of employees in order to plan the intake of new employees at the site
· To determine training needs and develop training policies
· To determine the channels of promotion as a means of providing avenues for growth and development of employees
· To determine transfer policies by determining the right use of manpower, placement and development of the right skills

 (ii) What is HRD? How does it differ from HRM? 
· HRD means Human Resources Development which means it aims at developing a superior workforce so that the company and individual employees may achieve their work goals in the customers’ service. It can take on a formal approach as in a classroom or workshop training in a case where it may apply. It may also take the informal route where an employee receives coaching or simple mentorship from his superior, usually a manager.


· HRD is a sub section of HRM, i.e. HRD is a section with the department of HRM.

· HRM deals with all aspects of the human resources function while HRD only deals with the development part.

· HRM is concerned with recruitment, rewards among others while HRD is concerned with employee skills development.

· HRM functions are mostly formal while HRD functions can be informal like mentorships.


(iii) What is reward and compensation policy?  

[bookmark: _GoBack]It is a company policy which enables proper administering, managing and evaluating the payroll, salary structures and incentive schemes. The policy is made in such a way where right people get right amount of money at the right time. Basically, people who work in compensation and benefits are responsible for devising policies for an organisation’s salary, bonus and incentive schemes such as:

· Salaries
· Bonuses
· Commission
· Company cars
· Pensions
· Life assurance
· Profit sharing
· Dental plans
· Medical insurance
· Vouchers
· Capital bonds reward schemes.
The policy ensures 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.

It is not only important for retaining and motivating employees, but also for attracting new people to the company. Salary and incentive packages are one of the main reasons why people apply for specific jobs. The more attractive compensation and benefit schemes tend to generate more interest in new positions.





 
(iv) What is the importance of discipline in industry?   

Discipline is the very essence of life and it is important:
· To ensure that employers & employee recognize each other’s rights and obligations.
· To promote constructive cooperation between the parties concerned at all levels.
· To eliminate all forms of coercion violence in industrial relation.
· To avoid work stoppages.
· To enhance respect for the human personality.
· To ensure that management personnel to set high standards.

 (v) What is voluntary and involuntary separation? Discuss with examples. 

Voluntary Separation
This is a separation of the employee willingly or voluntarily with the employer due to employee’s own decision eg 

· Resignation: People resign due to family reasons or because they have found alternative employment
· Voluntary Retirement on Medical Grounds: A doctor may recommend an employee retire due to medical reasons such as disability or illness
· Voluntary Retirement Schemes: This is a special scheme designed for the construction industry. The scheme has been put in place to deal with the large number of employees who work in construction sites mainly to reduce the labour size. The scheme pays employees who want to retire much earlier than their stipulated retirement date. It pays much higher than other benefits such as pension and provident fund

Involuntary Separation
This is a separation between the employer and the employee involuntarily and it is done by the employer due 
· Poor performance by an employee may raise a red flag to the supervisor who duly informs the employee that he must improve on areas identified as showing underperformance
· Termination based on Disciplinary Action: The employer may terminate the contract of an employee who has been found guilty of engaging in misconducts
· Compulsory Retirement


(vi) How does recruitment differ from selection? 

· Recruitment is the process of inviting applications from potential candidates during the process of filling job vacancies. Steps involve in recruiting candidates are listing functions to, coming up with detailed job descriptions, job specifications i.e. qualifications, experience, personality and job evaluation while Selection involves retaining suitably qualified candidates and letting go of other who did not make the mark and includes dispatching application forms, screening applications to select potential candidates who meet criteria, conducting selection test on job knowledge, job skills, job potential and job interest

 2)  Discuss various techniques of manpower planning.

Planning usually begins only after the project has been commissioned. Two approaches may be considered; planning recruitment before starting the project or planning recruitment when project is in progress.
Forecasting Manpower Needs (Demand):
· Manpower demand refers the total human resource needs of an organisation for a given time period. The precise nature of an organisation’s demand for manpower depends on various factors. Once the factors affecting the demand for manpower are identified, methods for forecasting can be designed and implemented.
External factors include competition (foreign and domestic), the economic climate ,laws and regulations and changes in technology. Internal factors include budget constraints, production levels, new products and services and organisational structure.
Short-term Forecasting:
· Short-range forecasts usually grow out of normal budgetary processes. Manpower budgets and projections are generally based on estimates of work-loads (production schedules, passenger loads, expansions or contractions in operations).
Conversion ratios that translate workload data into manpower demand estimates may be used for a short-range demand forecast. For example, as sales increase by a certain percentage, a manufacturing concern may determine by how much the number of employees in certain departments or divisions must also increase.The use of conversion ratios provides only a rough approximation of the number of employees required and may indicate very little about the types of manpower needed. 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. Job analysis information is hopeful in this respect, because it defines the educational, experience and skill requirements of future employees.
Long-term Forecasting:
· This is done with mathematical and statistical models. Unlike forecasting short-term needs, which generally involves necessary adjustments, to assure that specific vacancies are filled, long-term forecasts are more general in nature.
Mathematical models used in manpower forecasting are based on selected key variables that affect the organisation’s overall manpower needs. Some models contain both internal and external variables
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