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Human Resource Management

Q1.

i. What is Human Resource Management? Discuss its relevance to construction industry?

ii. What is HRD? How is it different from HRM?

iii. What is reward and compensation policy?

iv. What is the importance of discipline in industry?

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

vi. How is recruitment different from selection?

A1.

i. Human resource management (HRM) is the process of managing people within an organisation. In construction, HRM is primarily concerned with ensuring that a project has sufficient human resources, with the correct skill sets and experience, for the project to be successfully completed.

HR managers must be able to identify and document project roles and responsibilities, and develop a plan describing the end-to-end processes that will be required on a project (or series of projects) in order to determine its human resource requirements. The construction industry is one of the most complex sectors within which to manage people. Challenges in construction:

a. The operational realities faced by construction organisations, means there is a risk that the needs of employees are subjugated by performance concerns.

b. There can be insufficient time for strategic planning because of the tendency for construction projects to be awarded at short notice following a competitive tendering bid.

c. Several organisations may work together on a project, perhaps forming a joint venture or some other form of special purpose vehicle.

d. There tends to be a transient workforce that may be made up of different contractors and subcontractors. There is an increasing tendency for construction industry organisations to appoint sub-consultants and sub-contractors with skills suitable for particular projects, rather than making internal permanent appointments. This gives greater flexibility but can make training and long-term planning more difficult.

e. The workforce may work long hours, claim high travel expenses, have different nationalities and working cultures, and so on.

f. Staff turnover tends to be quite high on construction projects.
g. Personnel change as projects progress and different skills and experience are required.

h. There are many health and safety risks which must be managed.

i. There are a great number of legal requirements that must be satisfied.

ii. HRM stands for human resources management, which refers to the art of managing all aspects of the human work force at a company or organisation. HRM aims at providing an optimal working environment for employees to fully and freely utilise their skills to their best to achieve the company’s intended output. As human resources management usually applies to big companies and organisations, it has subcategories, among which is HRD, which stands for human resources development. This is a component of HRM that focuses on ‘nurturing’ employee’s skills. Because the process of hiring new employees can be long, expensive and cumbersome, most companies employ the strategy of HRD to promote longevity of employees within the company because through this an employee is likely to progressively scale up the managerial ladder.

Human resources management of a company is often an independent department of its own composed of various sections including recruitment and retention, performance and appraisal management, HRD and compensation sections. But HRD does not only focus on development of skills but also focuses on the personal development of employees. Because peoples’ needs and expectations are ever growing and changing this section of HRM is specifically there to help employees cope with such and prepare them for future uncertainties.

Generally speaking, professionals working within the HRM department must have excellent people skills although this is more so with those particularly working in the HRD section. The HRD section needs to have professionals with impeccable people management skills as they need to be able to realize talent within people from a cross section of backgrounds. The HRD section is concerned with identifying strengths and weaknesses among different employees and devising training means that aim at making those skills complement the other.

iii. Compensation management is a strategic matter. Compensation would include rewards when you offer monetary payment such as incentives, various bonuses and performance bonus. Organisations reward their staff when they attain the goals or targets that they have jointly set with the employees.

Rewards can be non-monetary such as a paid vacation for two.

When we mention about compensation, we would refer to a salary scale for different levels. Generally, we would classify the salary scale into non-executive, executive and managerial before the salary range is established.

Next, you may ask whether compensation is a hygiene factor or a motivational factor. We would consider it a hygiene factor when the salary paid out on the monthly basis is fixed. Here is where you want to compare or evaluate to determine whether you are paying ‘competitive’ rates. Thus, you may want to participate in an established salary survey, which may produce vital information pertaining to reward matters. This is the cash remuneration component. The other component is the benefit. Benefit management is another aspect of compensation.

For the compensation to be considered as motivational factor, it needs to be variable. It varies proportional to the result, target or goals that are mutually established. This payment is usually termed as incentive. That’s why you would hear the term “incentivise” your employees to raise productivity. Incentives become a variable cost to your business or operations cost, and it varies directly to your operations output or your service level. Your business would be able to absorb such variable cost as it is not a fixed manpower cost.

Thus, we consider compensation as a strategic matter.

You need to design and develop compensation & reward system to attract the right people for the right job. Next you would need to implement the system effectively so that it ensures retention.  Last but not least, is for talent managing. Compensation is one of the techniques for talent attraction and retention. However, you still need other talent management tools such as to measure or talent mapping for high potential, high professional & technical employees. You would also develop your compensation to motivate employees as team player, creative people and productive workforce.

Likewise, you need to design and develop the rewards based on the profile of your employees and the nature of work. Rewards need to be significant and meaningful to the recipients. An example is the recipient has a choice to choose from a range of rewards. This would make them feel the reward is personalised to them as they produce their effort to achieve the goals. An example of a recent reward item is the iPhone or even the iPad, as these items catches current attention. Does everyone like to own one? You have the answer.

iv. Discipline in business is a type of training in which individuals are subject to particular regulations designed to mold behaviors. It is necessary to instill a disciplining program in your small business in order to move forward. An effective regimen will help improve workplace performance, provide a safe and honest environment conducive to production.

A disciplined environment helps put both management and employees on their best behavior. Managers must strictly adhere to the company's protocols in order to effectively lead those looking to them as examples. Employees who enter this type of administration know what the expectations are as well as the penalties for committing infractions. This knowledge promotes appropriate actions and conduct which are essential for a small company. Discipline should always be used as a means of ensuring that all employees adhere to a unified set of standards.

Efficiency is tied to a disciplined organisation. Staff members must discipline themselves in working in a timely manner to produce quality output. Small business owners must strive to cultivate a workplace in which standards are set which everyone in the organisation is called upon to meet. This allows management and workers to get things done. Discipline requires concentration, time management, and orderliness, which all contribute to efficient labor.

Peacefulness ensues when you have a workplace that is committed to values of a concentrated regimen. The environment that exists in organisations which do not issue specific guidelines for behavior is frequently impulsive, erratic and uncertain. It is extremely difficult for management to effectively lead workers under these conditions. A disciplined facility, however, encourages a pleasant environment that promotes good management and employee relations.

Discipline helps to produce an honest environment in which everyone is treated fairly. An employee does not have to fear being shouldered with an unfair amount of tasks because set protocols are in place that call for workers to share the load. Managers are less likely to play favorites in a disciplined environment as well, as they are subject to the same conduct requirements as all others in the company. The compliance organisation HR.BLR.com states that, “employers can ensure fair treatment of all workers by uniformly following their performance discipline plans”.

Safety in your small company is of vital importance. You do not want any of your staff or customers to suffer preventable accidents from which personal harm occurs, which could also lead to possible legal action. You must abide by all occupational safety regulations and train your staff appropriately. Kelly Services' Smart Manager website says that, “a disciplined environment is necessary to provide a secure workplace”. For this reason, it is necessary to train all employees on safety procedures. Employees who fail to follow safety directives are subject to disciplinary measures.

v. Employee separation is a sensitive issue for any organisation. Usually, an employee leaves the organisation after several years of service. Thus, the permanent separation of employees from an organisation requires discretion, empathy and a great deal of planning. An employee may be separated as consequence of resignation, removal, death, permanent incapacity, discharge or retirement. The employee may also be separated due to the expiration of an employment contract or as part of downsizing of the workforce. Organisations should never harass the employees, especially in the case of resignation, just because they are quitting the organisation. In fact, a quitting employee of the organisation must be seen as a potential candidate of the future for the organization and also the brand ambassador of its HR policies and practices. However, many organisations are still treating their employees as "expendable resources" and discharging them in an unplanned manner whenever they choose to do so.

Each organisation must have comprehensive separation policies and procedures to treat the departing employees equitably and ensure smooth transition for them. Further, each employee can provide a wealth of information to the organisation at the time of separation. Exit interviews can be conducted by the HR department to ascertain the views of the leaving employees about different aspects of the organisation, including the efficacy of its HR policies.

Employee separation constitutes the final stage in the staffing process of an organisation. An employee can leave the organisation for any reason which he deems fit for seeking separation. However, separation is classified basically into two types. These are: voluntary separation and involuntary separation. Voluntary separation refers to the separation of employees on their own request, while involuntary separation means the separation of employees for organizational reasons which are beyond the control of the employees. We shall now discuss the causes of these separations in detail.

a. Voluntary Separation Voluntary separation, which normally begins after a request is placed in this regard by the employee, can happen due to two reasons: professional reason and personal reason. We shall now discuss these reasons in detail.

b. Professional reasons Employees may seek separation when they decide to seek better positions, responsibilities and status outside the present organisation. Efficient employees would seek to expand their realm of knowledge and skills continuously by working in different capacities/positions in various organisations. In their quest for greater responsibility, power and status, they may seek separation from the organisation.

c. Personal reasons The important personal reasons for voluntary separation are relocation for family reasons like marriage of the employees and health crisis of family members, maternity and child-rearing. For instance, when working women get married, they often prefer to settle in the partners place of occupation. Similarly, an employee may seek voluntary separation to look after the child or parent.

d. Involuntary Separation As mentioned earlier, an involuntary separation is caused by the factors which remain beyond the purview of the employees. However, these factors may be classified broadly into health problems, behavioural problems and organisational problems.

e. Health problems Major health problems crippling the employees may make them invalid or unfit to continue in the profession. For instance, accidents causing permanent disabilities and illness of the employees like brain stroke and other terminal illnesses can lead to their involuntary separation. Death of employees is another factor which results in their involuntary separation.

f. Behavioural problems An employee's objectionable and unruly behaviour within the organisation may also lead to his involuntary separation from the organisation. When the employees behaviour is unethical or violates the code of conduct in force, the organisation may initiate disciplinary actions, which may eventually result in his termination. This may constitute an act of involuntary separation. Consistent failure to reach performance goals by an employee can also result in his involuntary separation.

g. Organisational problems Organisational problems are another important factor that contributes to the involuntary separation of employees. The poor financial performance of an organization may cause it to terminate the services of some of its employees as part of cost control measure. Such terminations are also classified as involuntary separation. Similarly, automation, organizational restructuring and rationalisation can also result in employee termination, discharge or layoff, broadly called involuntary separation.

v. Both recruitment and selection are the two phases of the employment process. The differences between the two are:

a. Recruitment is the process of searching the candidates for employment and stimulating them to apply for jobs in the organisation whereas selection involves the series of steps by which the candidates are screened for choosing the most suitable persons for vacant posts.

b. 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 whereas the basic purpose of selection process is to choose the right candidate to fill the various positions in the organisation.

c. Recruitment is a positive process i.e. encouraging more and more employees to apply whereas selection is a negative process as it involves rejection of the unsuitable candidates.

d. Recruitment is concerned with tapping the sources of human resources whereas selection is concerned with selecting the most suitable candidate through various interviews and tests.

e. There is no contract of recruitment established in recruitment whereas selection results in a contract of service between the employer and the selected employee.

Q2. Discuss various techniques of manpower planning.

A2. Manpower Planning (MP) means:

1. From the demand side: Analysing, reviewing and attempting to predict the numbers, by kind, of the manpower needed by the organisation to achieve its objectives.

2. From the supply side: Attempting to predict what action is and will be necessary to ensure that the manpower needed is available when required; and finally

3. Designing the interaction between demand and supply: So that worker skills are utilised to the best possible advantage of the organisation and genuine needs and desires of the individual employees are taken into account. The manpower plan represents a response of the personnel function to ensure that the necessary supply of people is forthcoming to allow the targets to be met.

Statistical Techniques for Manpower Planning

Quantitative vs. Qualitative Assessments

Statistical techniques focus on the quantitative side of manpower planning. Techniques such as ratio and percentage calculations typically are used to provide answers to “what” rather than “how” types of questions. For example, statistical techniques provide information relating to staffing availability, current and future needs and cost considerations but aren’t effective in assessing how to accomplish a task or objective. For this reason, statistical techniques most often are used as the first step in developing manpower plans.

Statistical Trend Analysis

A statistical trend analysis uses a metric called an operational index in assessing both supply and demand. This technique assumes that past trends and ratios are stable and, as such, can be used to predict future trends. For example, ratios that calculate average tenure, annual turnover rates and yield from a specific recruitment source for the previous three to five years can help a small-business owner assess hiring needs for the coming year as well as determine the best source for placing job requests during the coming year.

[bookmark: _GoBack]Manpower Planning Costing Techniques

Manpower planning also involves assessing hiring and training costs. Here, statistical techniques are essential for creating a realistic hiring and training budget. Hiring cost calculations often include cost-per-hire, time-to-fill and turnover costs and the yield ratio. The effectiveness of employee training and development programs often is estimated by determining the annual cost of training each employee and the hours each employee spent in training, then comparing the results to the percent of performance goals met or exceeded as well as the percent of all employees falling within a specific a performance rating range.

Importance of Manpower Planning

a. Key to managerial functions- The four managerial functions, i.e., planning, organising, directing and controlling are based upon manpower. Human resources help in the implementation of all these managerial activities. Therefore, staffing becomes a key to all managerial functions.

b. Efficient utilisation- Efficient management of personnel becomes an important function in the industrialised world of today. Setting of large-scale enterprises require management of large-scale manpower. It can be effectively done through staffing function.

c. Motivation- Staffing function not only includes putting right men on right job, but it also comprises of motivational programs, i.e., incentive plans to be framed for further participation and employment of employees in a concern. Therefore, all types of incentive plans become an integral part of staffing function.

d. Better human relations- A concern can stabilise itself if human relations develop and are strong. Human relations become strong trough effective control, clear communication, effective supervision and leadership in a concern. Staffing function also looks after training and development of the work force which leads to co-operation and better human relations.

e. Higher productivity- Productivity level increases when resources are utilised in best possible manner. higher productivity is a result of minimum wastage of time, money, efforts and energies. This is possible through the staffing and its related activities (Performance appraisal, training and development, remuneration)
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