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Question 1 
i. What are the benefits of successful workforce planning?
The simple benefit of successful workforce planning is that an organisation has the right amount, of the right people, in the right place, at the right time. Some benefits that flow from successful workforce planning are

· Reduce labour costs

· Improved staff retention

· Identify skills gaps within the organisation

· Succession planning

· Correct recruitment levels

· Correct training programme in place

· Prepares the organisation for future changes and challenges

· Enhances organisation's image
ii. Outline the advantages of external recruitment
External recruitment allows an organisation to draw from a larger pool of talent with more diverse skills and experience, which can bring a fresh outlook to the organisation. External recruitment can also allow a specific target to be recruited such as from a competitor or with specific knowledge and skills. External recruitment also means that a further vacancy is not created within the organisation and it can challenge current staff in regard to future vacancies.

iii. Explain why a business may choose to use internal recruitment over external recruitment
Internal recruitment will be quicker, easier and cheaper than external recruitment. There will be a greater knowledge of the candidate, who in turn will have greater knowledge of the organisation and its culture and working practices. Internal recruitment can also provide motivation to existing staff by seeing the organisation develop and promote from within the existing workforce.
iv. What are the three stages of workforce planning?
The three stages of workforce planning are

1. Forecast the workforce needs. This can be done through both qualitative and quantitative methods and should employ multiple methods to achieve best forecast 

2. Forecast supply from internal and external labour markets. The many factors effecting both supply markets need to be considered and are outlined in Question 3

3. Design and Implement and suitable strategy to meet the forecasted needs in relation to the projected supply. This will require ongoing review and evaluation and so may require alteration over time.
v. Define the term 'micro planning'.
Micro planning relates to the forecasting of supply and demand for a specific role. Hierarchy would be 

National

Sector

Industry

Unit

Department

Job
vi. What are the main drivers for human resource planning in any organisation?
The main drivers for human resource planning in any organisation are

1. Organisational

2. Internal labour supply

3. External labour supply

4. Business changes

vii. What are the various techniques of forecasting workforce needs?
· Trend analysis – is a statistical model that looks at historical data and projects forward. This can be done on a macro  level for the organisation but more accurate forecasts will come from trends within units or departments. Its strength is that it is objective and can be based on hard and detailed data but its weakness is that it reflects the current and historical situation without necessarily allowing so significant changes and development such as in the area of technology 

· Turnover – is a type of trend analysis in that is looks at historical rates of turnover within and organisation and projects forward. This is subject to the same strengths and weakness as all trend analysis methods. 

· Ratio Analysis – this assumes a set relationship between two variables such as stores and employees. An organisation will have an average number of employees per store so if it plans to expand by 10 stores it will require 10 times the average amount of employees per store. As with trend analysis this reflects the current and historical situation and must be developed to take account of changes that may effect the ratio such as technology, service levels, legal requirements etc. 

· Group techniques – this allows for the input of various members and so can bring a diversity of knowledge and viewpoints to the forecast. It allows for the members to perform their own forecast using multiple methods and come to a consensus. Techniques such a Delphic and Nominal can be used to avoid group think and so to arrive and the best consensus. The strength of group techniques are in the diversity of approaches taken within to forecasting and the weakness can be in the achieving a consensus which tends to minimise outlying and opposing forecasts.

· Managerial Judgment -  this is internal to the organisation and relies upon the knowledge and experience of the management of the organisation. Its strength is in the detailed knowledge of the organisation provided by the management but can be subject to internal bias and non objectivity of the management involved. 

· Computer Model – the use of a software programme to produce a forecast. This provides for an objective forecast but is reliant on the variables chosen for the model and the input for the model, which can themselves be forecasts.

All forecast techniques come with strengths and weakness and so it is advisable to use multiple techniques to provide greater accuracy when arriving at a most likely forecast.
Question 2

Evaluate the policy of cutting labour in recessions
Cutting labour in a recession is a judgment for each individual organisation and comes with positives and negatives that must be weighed for each organisation and may be applied in different ways to different areas. An organisation may seek to retain highly skilled staff whilst reducing temporary and contract workers in a recession and so minimise the negative aspects of labour reduction. The cutting of labour may also be a reduction in hours rather than a reduction in numbers of employees and again this can be positive, in that it retains skilled and dedicated staff, and negative, in that it creates financial hardship for employees. There are also wider economic effects of labour reduction to the general economy and society that go beyond any individual organisation. These can be seen as the aggregated effect of the positives and negatives of those to an organisation but on a larger scale, such as, labour reduction within an organisation leading to poor morale so on a wider scale leading to loss of consumer confidence. In the same way improved efficiency organisations aggregate to improved productivity within the wider economy

Positives of labour reduction

· Cost saving – a reduction in labour with save wage costs

· Improve efficiency – can make the operation leaner and more efficient

· Improved job roles – a focus on the key elements of each job

· Review reward package – a review of rewards can lead to a more effective and improved structure

· Review corporate structure – provide a flatter, leaner structure that is more responsive, communicative and less bureaucratic 

Negatives of labour reduction

· Loss of skill – this also leads to higher retraining and recruitment costs and also make it harder to recruit in an upturn.

· Poor morale – within remaining staff, which can be minimised with correct communication and information

· Loss of trust – in the relationship between employee and employer

· Public image – reduction  in labour projects a poor public image of the organisation

· Growth opportunity – a reduction in labour will limit or prevent opportunities for growth that occur, even in a recession, and restrict growth in an upturn.
Question 3

Write short notes on the following

a. Internal labour supply
This is the labour supply already within the organisation and forecasting of this contributes to more accurate human resource planning. Factors within the internal labour supply

· Age

· Gender

· Diversity

· Location

· Experience

· Training

· Past Performance

· Future Potential

· Mobility

· Churn

In forecasting the internal labour supply various methods can be used such as 

· Staffing charts – showing the organisation

· Replacement charts – showing possible replacements for key roles

· Skills Chart – showing the current and required level for roles within an organisation

· Succession planning – to have a wide and deep pool of talent to fill future unspecified roles

· Turnover ratio  - historical data giving a guide to future planning

· Markov analysis – showing historical moves within the organisation and predicting likely future patterns
b. External labour supply
The is the labour supply outwith the organisation and has multiple factors

· Demographic profile – age make up of the workforce

· Education, Skills & Training – how these factors match up with the requirement of the organisation

· Competition – from other organisations within sector or from other sectors will determine the ease or difficulty in drawing from the external labour force

· Economic conditions – such as level of unemployment

· Migration – inflow or outflow of workforce to other areas and countries and may widen or narrow the workforce depending on the net effect

· Travel & Mobility - effects the areas from which workforce can be drawn so improved transport links may widen the external labour market as more people are able to travel to the area or improved housing brings in a greater workforce

· Technological changes – effects the skills and training requirements

· Appeal of area/industry – attractiveness of the area and or industry will effect the external labour supply in that there may be adequate supply of the people with the skills and training but they are unwilling to work in the area required such as teachers within the Highlands of Scotland.

· Public Policy – wide range of factors from public policy such as legal changes, social welfare benefits, skills/ training funding and multiple others.
