[image: BOLC_Logo]                                                                  
Assignment Cover Sheet





	Student Name:
	Herman Louw

	Student Number:
	13479

	Course:
	International Diploma in Construction Management

	Assignment NO:
	Unit 12



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. Human resource management is critical to the success of every industry. However, human resources play some of the most fundamental responsibilities in the human resources construction business. Human resource management involves managing 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 including construction projects. The project human resource management includes and have the techniques to organize, manage, and lead the project team. Human resources management encompasses all of the stages involved in hiring and managing personnel in any company as well as on construction projects. While many cores human resource tasks and responsibilities in construction are comparable to those in other sectors, the manner in which human resources accomplishes, those obligations might vary. In the past, the function of human resource management was the responsibility of the project management department, which had been entrusted with overseeing matters pertaining to employees in the construction industry. The human resources team of an organisation is tasked with the responsibility of managing the human resources of the organisation, making it possible for managers to focus their attention on their key areas of specialisation. Because construction is frequently project-based, the human resource managers duties and responsibilities mostly involve working with construction managers. In addition, they also have to collaborate with project managers and contractors. Furthermore, the human resource managers also need to stay in contact with others in order to classify and document each project's roles and responsibilities. The additional responsibilities include the detailing of end-to-end processes that are required on a project to determine manpower needs. All of the human resource professionals look for skilled, experienced candidates who possess the relevant abilities to complete the project. It is because construction work entails a wide range of specialized activities, the talent pool for these positions may be limited or in frequent short supply. As a result, if an organization has a need, construction human resources can quickly allocate the correct individuals to the job. Construction companies’ human resources departments also ensure that their staff is properly trained. As a result, they can assure that their staff is able to satisfy market demand. Even in the majority of situations, new workers are given introductory training with the necessary safety procedures. The construction sector is heavily regulated. So, having a human resources department in place on every project, will make it much easier to comply with all of the construction industry's rules as well as general employment laws. The human resources department also ensures that the company and project comply with various immigration regulations for international personnel.

ii. HRD is Human Resource Development. HRD refers to policies and practices for the continuous development and training functions that are implemented for improving upon the behaviour, attitudes, and performance of those working in an organization. Whereas HRM is Human Resource Management. HRM refers to anything and everything associated with the principles of management that can be applied to effectively manage the employees working in an organization. HRM is basically a management function, and HRD is a sub-function of HRM. The function of HRM is reactive in nature and are usually applied for gaining holistic organizational goals. HRD is proactive in nature and have to be applied on a consistent basis to enhance the productivity of employees. The main objective of HRM is related to improving the overall performance of employees. HRD goals are usually connected with skill development, knowledge enhancement and increasing the competency of employees. HRM is considered to be the responsibility of human resources, whereas HRD is the responsibility of all managers, who manages staff.

iii. Maintaining a positive work environment involves a number of related activities that relate to having in place clear procedures, one of which is recognition, reward, and compensation for performance. The compensation and rewards as received by an employee is proportional to the effort exerted by them. Within compensation and reward scenario there are few levels denotes the role and status of employees. Basically, these levels are based on the parameters of skill, knowledge, capabilities, and qualifications of human resources. Organizations need to have a clearly defined strategy/policy for business as well as for compensating talent. In the search for competitive advantage for the business, it is ultimately the employees who help to deliver on this advantage. Hence mechanisms for rewarding employees should support the business strategy. In order to cope with turbulent business environments, organizations try to decipher challenges such as changing customer needs, competitors’ actions, changing labour market conditions, changing laws and globalization. Their compensation elements and strategies/policies should support the organization in navigating the business environment and dealing with the challenges mentioned as well as prepare it for the future. Attractive and effective compensation and reward mechanisms serve to motivate and engage talent, thereby drawing out desirable behaviours from them. Effective reward systems enable the recruitment, motivation, engagement, and retention of key talent for organizational objectives. This is more so since people generally link their financial security with the compensation they receive.

The basic objectives of appropriate and sound compensation and reward policy in any organisation are:
· It aims to develop skills and personality of employees by which they can earn better and attractive compensation.
· It aims to pay fair and justify remuneration on the basis of their efforts, skills, and competencies.
· To obtain able and efficient employees and retain high performing employees.
· It aims to improve the quality of services as rendered by employees.
· To communicate the employees for their worthwhile and needful role in organisation.
· It aims to increase the level of efficiency and productivity of employees on the basis of motivational grounds.
· It aims to develop and enhance cooperation and collaboration among employees.
· It aims to motivate employees towards higher work performance.
· It aims to make better employer employee relations.
· It aims to provide employees social recognition and status.
· It aims to reinforce desirable and applicable employee behaviour.

Money is not the main factor that leads to job selection or performance. Ultimately, most people are motivated more by the work they do and the environment in which they work than by the money they earn. Therefore, the compensation and rewards policy should include both monetary and non-monetary ideas.

iv. Importance of discipline in industry can hardly be overemphasized. Discipline is very essential for a healthy industrial atmosphere and the achievement of organisational goals and objectives. Discipline is a set of rules recommended by the organisation for everyone to follow without exception. Discipline means following the code and conduct of the organization positively. It plays a vital role in maintaining harmony and gaining productivity in the organization whereas employee indiscipline may lead to strike, lockout, absenteeism, employee turnover and so forth. Indiscipline arises in the organizations due to lack of proper rules and regulations, leadership crises, improper grievance redressal mechanisms, exploitation of workers, arrogant management, flow of communication etc. It’s the responsibility of management to frame organizations rules and regulations in compliance with the existing labour legislation. Managers are expected to set good examples for their subordinates in order to retain their respect. This means coming to work on time and being responsible when dealing with colleagues at work. What the management has to do when the employee is at fault, is to take disciplinary action. Without discipline no enterprise would prosper. Discipline should be directed against an act and not against the person. Discipline is said to be good when employees follow willingly the rules of their supervisors and the various rules of the company. Discipline is said to be bad when employees either follow rules and regulations unwillingly or actually disobey them. Poor discipline suggests the need of correction. The fundamental reason for taking disciplinary action is to correct situations that are unfavourable to the company. Basically, discipline is a form of training. When disciplinary problems arise, it may be as much management’s fault as the workers. Many disciplinary problems grow out of management’s failure to inform employees what is expected of them.

Discipline is the very essence of life. The goals or objectives of industrial discipline should be clearly stated:
· To ensure that employers and employee recognize each other’s rights and obligations.
· To promote constructive cooperation between the parties concerned at all levels.
· To maintain discipline in industry.
· To secure settlement of disputes and grievances by negotiation, cancellations voluntary arbitration.
· To eliminate all forms of coercion violence in industrial relation.
· To avoid work stoppages.
· To facilitate the free growth of trade unions.
· Respect for the human personality.
· Management personnel should set high standards.

v. Separation is when an employee leaves an organisation for various reasons. Regardless of the circumstances surrounding how and why the individual leaves their job, it’s important for an organization to plan for this process, including when they quit as well as when they are fired. Employee separations can be classified as voluntary or involuntary. Voluntary employment separations are inevitable. Employees graduate from school, retire, move away, and, for numerous other reasons, elect to resign from a job. While these employee – initiated separations are often inconvenient, they rarely cause significant replacement issues. In the best – case scenario, the employee will inform managers about the pending departure in enough time that a replacement can be recruited and trained. Involuntary employment separations are frequently caused by poor employee performance. However, management may also have failed to properly select, orient, train, and direct the work of these employees. Involuntary separation can also benefit a company but should only happen if the voluntary employee turnover rate was high or restructuring / reallocation of resources has occurred at the company.

Voluntary Separation:
· Resignation:  People resign for family reasons or because they have found alternative employment.
· Voluntary Retirement on Medical Grounds:  A doctor recommend that an employee retire for 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 on construction sites, mainly to reduce the size of the labour force. The scheme pays employees who want to retire much earlier than their stipulated retirement date. It pays much higher than other benefits such as pensions and provident funds.

Involuntary Separation:
· Based on Probation Period:  Poor performance by an employee may raise a red flag to the supervisor who duly informs the employee that he must improve in 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 misconduct.
· Compulsory Retirement:  This may be affected based on medical grounds, punishment on the basis of disciplinary action, loss of confidence, and poor performance.

vi. Recruitment is the process of inviting applications from potential candidates during the process of filling job vacancies. Whereas selection involves retaining suitably qualified candidates and discarding others who did not make the mark. The success of any organization depends on its employees. When an employee is well suited for their job, the entire company can enjoy the benefits of their unbeatable success. Recruitment and selection help organizations choose the right candidates for the right positions. Therefore, understanding the difference between recruitment and selection is essential to reduce any losses for an organization.

Specific tasks involved in the process of recruitment include:
· Analysing job requirements / specifications.
· Producing detailed job description.
· Advertising / listing the vacancy.
· Attracting candidates to apply for the job.
· Managing response.
· Scrutinizing applications.
· Shortlisting candidates.

Some activities in the process of selection include:
· Screening applications to select potential candidates by reviewing resume.
· Eliminating unsuitable candidates
· Conducting an examination (aptitude test, intelligence test, performance test, personality test, etc.).
· Interviewing.
· Checking references.
· Medical tests.
· Making the offer.

In order to thoroughly understand the difference between recruitment and selection, there are certain points to keep in mind.
· Recruitment is the process of finding candidates for the vacant position and encouraging them to apply for it. Selection means choosing the best candidate from the pool of applicants and offering them the job.
· Recruitment is a positive process aimed at attracting more and more job seekers to apply. Selection is a negative process, rejecting unfit candidates from the list.
· Of the two, recruitment is relatively simpler. Recruitment has the recruiter paying less attention to scrutinizing individual candidates, whereas selection involves a more thorough examination of candidates where recruiters aim to learn every minute detail about each candidate, so they can choose the perfect match for the job.
· Recruitment is less time-consuming and less economically demanding, as it only involves identifying the needs of the job and encouraging candidates to apply for them. Selection involves a wide range of activities, which can be both time-consuming and expensive.
· In recruitment, communication of vacancy is done so through various sources such as the internet, newspaper, magazines, etc., and distributes forms easily so candidates can apply. During the selection process, assessment is done so through various evaluation stages, such as form submission, written exams, interviews, etc.


2. Manpower planning involves forecasting manpower needs, assessing manpower supply and reconciling supply and demand through various personnel-related programmes. Manpower planning for construction companies involves implementing policies, procedures, and practices to deploy the right number of suitable people in the right job at the right time. Planning usually begins only after the project has been commissioned. Manpower Planning is a two-phased process because manpower planning not only analyses the current human resources but also makes manpower forecasts. Humans are considered as the most crucial, volatile, and potentially unpredictable resource which an organization utilizes. The manpower planning process is affected by the organisation’s strategic management decisions and environmental uncertainties. One of the major problems confronting management in any organization is identifying and adopting the most effective way of matching these humans (people) with jobs. Manpower planning should establish the objectives of site operations and the logistics and resources required to achieve the goals.

Manpower planning helps the company in the following manner:
· Shortages and surpluses can be identified so that quick action can be taken wherever required.
· All the recruitment and selection programmes are based on manpower planning.
· It also helps to reduce the labour cost as excess staff can be identified and thereby overstaffing can be avoided.
· It recognizes the available talents in concern and training programmes can be done to enhance those talents.
· With the help of manpower planning, we can utilize the human resources which are available which will increase the growth and diversifications of business.

List of some manpower planning techniques:
· Forecasting Manpower Needs:  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 workloads (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. 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.
· 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. The major purpose of this model is to predict the level of manpower necessary in n periods. Such estimates may be based on the previous experiences of management, as well as on future strategic choices to which the organisation’s decision-makers are committed.
· Linear Regression:  Another quantitative approach, viz., linear regression analysis, may also be used to estimate the manpower necessary at a future point in time, based upon such factors as sales, output or services rendered.
· Forecasting Manpower Supply:  Manpower planners must consider both the external supply (employees available for hire in the organisation’s geographic workforce) and the internal supply (the organisation’s current employees) of human resources. It is important for personnel planners to anticipate and pinpoint changes in personnel supply. Although manpower planning is concerned with having an adequate number of employees to fill positions within the organisation, it is equally concerned with providing the right type of person for the job. A major function of manpower planning is to examine the skills and capabilities of current employees in light of the organisation’s short- and long-term needs. Inventories form the basis of promotion, transfer, layoff, and training and development decisions. In essence, skills inventories provide an information base for monitoring an employee’s potential contribution to the organisation, making informed personnel-related decisions, and, in general, assessing the organisation’s manpower supply. Manpower information systems provide a means of collecting, summarising, and analysing data to find out the manpower requirement.
· Balancing Manpower Supply and Demand:  Once an organisation’s manpower needs (demand) are determined and the current supply of employees is assessed, then manpower supply and demand must be balanced in order that vacancies can be filled by the right employee at the proper time. Balancing supply and demand are largely a matter of planning, timing, and use of various personnel-related programmes to achieve the desired results.

The many activities included in the personnel management function start with manpower planning which refers to the process of forecasting personnel needs and developing the necessary strategies for meeting those needs. However, when staffing changes are due to changes in programmes or departments, manpower planning becomes more complicated. Budgetary considerations come into play. Employees associated with obsolete programmes generally will not be kept on unless they can be retrained, or their skills utilised elsewhere. More and more organisations are instituting manpower planning systems. Short- term planning (one to two years) to guide immediate recruiting needs is most common, but mid- and long-range planning (up to ten years) can also be helpful.
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