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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. 

	Please insert your completed assignment (in word format) here:

What is Human Resource Management? Discuss its relevance to the construction industry.
Human resource management centres around issues related to manpower within an organisation and maximising its potential in terms of growth, performance and development. Construction projects require multiple personnel to manage the entire process, all of whom will have different roles, personalities, skills and experience which need to be effectively managed to promote best practice. Big contractors in England would most likely have HR departments to manage large numbers of project managers and other office based staff, however small sub contractors would most likely manage personnel on an informal basis due to the likely small number of staff and cost of a HR manager. For example, a small company made up of 5 electricians would most likely rely on a company secretary to manage HR related issues, such as organising qualifications and contracts. 

What is HRD? How does it differ from HRM? 
HRD is formally known as Human Resource Development and focuses more on the development of staff by, for example, adding new skills to their repertoire, implementing mentoring programmes, and devising succession plans. HRD differs from HRM by centring entirely on development rather than the recruitment and management of employees across the business. It therefore places emphasis on identifying current employees with training or knowledge gaps and developing means of addressing them in the interest of the business and its clients. 

What is reward and compensation policy? 
Simply put, this is a strategy developed by employers to attract, retain and motivate new and current employees. Rewards and compensation do not necessarily have to be financial, as it has been shown that employees are motivated more by the work they do and the environment in which they work rather than the money they earn. Similarly, when developing policies, employers should identify what their employees value as individuals, for example time with their family or more flexible working hours – both of which can greatly improve work quality and staff retainment. 
This policy should be implemented alongside HRM and HRD to ensure the best quality staff are attracted to the business and effectively developed and rewarded. 

What is the importance of discipline in industry? 
Within every organisation is a set of rules which every employee must follow, for example agreed working hours, health and safety procedures, and lone working procedures. Managers are expected to set a good example and ensure the employees they are responsible for adhere to these rules but also follow disciplinary protocols if this is not always possible. This can involve verbal warnings, written warnings, development of improvement plans and closer monitoring to try and improve employee behaviour. If these actions do not address undesirable behaviours, then employers are entitled to remove these employees from their workforce. It is important to stress the need for discipline, particularly within construction as it is an industry with high risk of personal injury, therefore workers must be capable of following instructions and adhering to rules to promote a safe and healthy working environment for all. 

 
What is voluntary and involuntary separation? Discuss with examples. 

Voluntary separation occurs when an employee decides to leave the organisation due to either a new job opportunity, being medically discharged as a result of illness or injury, or voluntary redundancy which can be offered by an organisation when the workforce is too large with too little work to offer. Involuntary separation can occur when, for example, a new employee does not meet the requirements to pass their probation period, typically between 3-6 months, and is therefore asked to leave the business. Similarly, employees can have their position terminated through a disciplinary procedure if they breach certain clauses of their contract. For example, an employee creating dangerous situations on a construction site, such as leaving manholes uncovered, could be dismissed immediately due to the potential consequences of such negligence if it kept occurring. 
Employees can also be dismissed once they reach a certain age whereby they are not permitted to work in that particular role due to the risks present. To illustrate, a very old person would not be permitted to carry out heavy labour work due to the increased likelihood of injury to the individual and others potentially resulting in costly lawsuits and reputational damage. 

 How does recruitment differ from selection? 
Recruitment is the process of identifying potential applicants to fill a role available within an organisation via external or internal recruitment methods. For example, recruitment agencies can be used to identify potentially suitable applicants outside the organisation which will then be passed onto the organisation’s HR team for a superficial assessment. Once a pool of suitable applicants has been identified, selection takes place. This involves inviting applicants to interview or assessment days and choosing people or a person who would fit in well with the organisation, its culture and the work available.  Internal recruitment is a bit simpler as the organisation will already be aware of the individual applying for the role and can make a quicker assessment on whether they are suitable or not. 

 Discuss various techniques of manpower planning.
When a project has gone out to tender, the contractors competing for the job would identify the number of workers and materials required. As most English construction firms use sub-contractors for specialist work, they would not personally recruit individual workers, rather they would identify the most suitable sub-contractor who would conduct the recruitment process on their behalf before the job began. However, the main contractor would still need to review and plan their own workforce accordingly to ensure the project was managed effectively, taking into account, for example, the number of quantity surveyors, contracts managers, site managers and commercial managers required. Additionally, the main contractor would have to assess the complexity of the project and whether their finance department could properly manage the number of outgoing payments to subcontractors every month for work completed. If a shortfall was identified, then a recruitment drive would have to take place to ensure the contractor could meet the requirements of the tender whilst also maintaining a good quality service in other projects. 
Depending on the scale of the main contractor, internal and external recruitment techniques could be applied. For example, talented employees from other departments could be offered new positions in departments where a shortfall of employees was identified, and recruitment agencies outside the organisation could be paid to source a pool of potential applicants suitable for roles available within the organisation. 
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