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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:

1. Short Answer Questions:
i. The benefits of successful workforce planning are:
a. having the correct number of people and the correct job positions in the organization to ensure that its business goals are achieved
b. having the right number and the right kinds of people in the right place, at the right time, and doing things which achieve good results for the organization and the individual employees
c. long-term benefits for both the organization and the individual employees
d. more effective and efficient performances
ii. The advantages of external recruitment are:
a. plans and promotions can be designed and implemented to enable the organization to achieve its manpower goals
b. new skills are bought into the organization
c. any vacancies are filled when there are promotions or turnover and it is not possible to fill them through internal recruitment
d. organizational goals can be met
e. moving from a company’s present manpower to its desired manpower
iii. A business may choose to use internal recruitment over external recruitment because of the goals and needs of the organization; the cost of recruitment; any changes in the organization (such as technological changes, organization changes, demographic changes, etc.); and the type of skills and competencies required for the specific job.
iv. The three stages of workforce planning are to:
a. use the HRP current employees as best it can
b. carefully judge what future skill requirements might be needed
c. make sure that necessary resources are available when they are required
v. “Micro planning” means forecasting supply and demand for specific jobs, i.e. nurses.  This can happen when new challenges arise, when new legislation arises, or there is a major shake-up in an organization.
vi. The main drivers for human resource planning in any organization are:
a. Organization Directions
b. Internal Labour
c. External Labour
d. Business Changes
vii. The various Techniques of Forecasting workforce needs are:
a. Trend Analysis
b. Ratio Analysis
c. Turnover
d. Nominal Group Technique
e. Delphi Technique
f. Group Think
g. Managerial Judgement
h. Computer Modelling
i. Multiple Methods
j. Determining Internal and External Supplies of Employees
k. Determination of Appropriate Strategies

2. [bookmark: _GoBack]The policy of cutting labour numbers in recessions depends on the reasons for reducing labour numbers, i.e. a recession and the severity of the recession.  Good workers are always hard to find and retain.  Therefore, when companies are looking to reduce their costs, savvy companies will work hard to cause the least trauma and minimize damage to working relationships and the company’s reputation.  Some examples of ways to cut numbers include (information found on hiring.monster.com/employer-resources/recruiting-strategies/workforce-planning/recession-staffing-solutions/):
· Cutting back on temp and contract workers – this can help cut labour costs without devastating the morale of full time workers.  This is attractive tactic for companies that have falling revenue and tight credit as there is no need to pay severance or other separation expenses.
· Mandating furloughs / unpaid time off – although this is a sharp economic pain inflicted on employees, it is usually a brief period of time.  However, the reputation of a company can take a hit.
· Reducing hours – this allows a company to retain a working relationship with affected employees (although they may suffer serious hardships through no fault of their own).  Full-time hours can be reinstated when a recovery occurs and no jobs have been eliminated.
· Cutting pay – this requires employees to work the same amount for less compensation and can alienate them.
· Permanently reducing the workforce – this allows costs to be cut, but can negatively affect the employees as well as the company.
· Freezing recruitment – this allows the company to keep their current workforce without increasing expenses.

3. Short notes:
i. Internal labour supply:  This means looking carefully at the HR profile and includes gender, age, occupations, length of services, etc. for all employees.  Retention, severance, and promotion are management issues that must be identified along with any areas that may be potentially vulnerable to skills gaps.  All these areas will affect recruitment and the retention of the workforce.
ii. External labour supply:  This is when the demand of services and workforce supply to fill any available vacancies can be affected by demographic changes.  Demographic changes often include changes in terms of age, sex, literacy, technical inputs, and social background (all of which affect HRP).  Therefore, it is necessary to keep abreast of any and all changes.




Student Statement:

By submitting this assignment, I confirm that this is my own work.


	Student Signature
	Sakina Barma
	Date
	




For Tutor / Assessor Use Only
	Total Marks
	

	Marks Obtained
	

	Percentage / Grade
	



image1.png
ﬁ
o R




