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1i,  The benefits of workforce planning can be viewed on both a short-term and long-term basis.  In the short-term, workforce planning can ensure any organisation has the right people, with the right skills, working in the business at the right time to help them achieve their goals and targets.

The long-term benefits can support the business as it makes plans for its future.  It can be useful, with the help of forecasting, to help determine workforce numbers that could be required for any future growth whilst also supporting the transition of any retiring staff members so knowledge transfer can take place.

1ii, There are many advantages of external recruitment for an organisation. One of these is the scope of candidates it can attract.  When looking externally to fill a role an organisation does not limit themselves to the potential of their own talent pool meaning they have the opportunity of a successful hire from a larger selection.

In addition to more choice by volume, when the organisation hires externally, they open themselves to a better quality of candidate that could also bring new skills and ideas to the job role that internal staff do not have.  They also have the potential to being in a network of contacts that may be suitable towards the role, a selling role for example.

1iii,  A business may choose to recruit internally, rather than externally, for a number of reasons, one of these being timescale.  Internal hires generally take less time as suitable candidates are already at the place of work meaning the timescales to work with are greatly reduced.  Also, the amount of training required potentially reduces the time too as no induction is needed and the HR setup is also not required as the successful candidate is already in situ.

Another reason for this is the reduction in costs that come with internal hires.  This reduction is achieved as there is no need to engage with any 3rd party recruiters to support with filling the vacancy. There is also no need to pay for adverts online or on job boards and money is saved as the time to review CVs and overall setup costs are also taken away.
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1iv, The 3 stages of work force planning are defined by using metrics based on the past, present and future needs of the business.  The first, looking at the past, is to forecast the demand of workforce based on the history of that business.  Next, is to look at the current situation within the business to analyse if the workforce is sufficient to the current workload.

Finally, using both the previous demand and the current workforce requirements, the business will be able to identify and project what workforce would be required to manage the demand of future business and ensure there is sufficient workforce to run the business to the required level.

1v, The term Micro Planning can be defined as the planning and implementing of certain processes and procedures that are introduced after consulting the workforce within an organisation and taking their decisions forward to use in the business.

This is a type of bottom-up process that some companies choose to use rather than have all decisions coming from the top down as it can help with engagement and shorten the implementation time as the work force have been involved from the very beginning.

1vi, The main drivers of human resources planning for any organisation are being able to ensure there is adequate workforce to maintain current demand whilst also having sufficient processes in place to be able to deal with changes in that demand by forecasting.

This also supports the wellbeing and safety of the workforce by making sure there are enough people to cover the workload in safe and manageable way.  They would also provide correct training and support in an ongoing nature for each member to make sure they can access the right skills for the correct job.
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1vii,  There are many techniques for forecasting work force needs and these generally consist of using historical data from the business to try and estimate the work force requirements that the business will need in the future.

The gathering of the historical data can be done using things like staff surveys, monitoring sales patterns for seasonal work, benchmarking against past performance of both the business and its competitors, all of which are various techniques.

2, When faced with a recession, businesses will have their own various policies when it comes to the potential need of cutting labour numbers and these will each take a number of factors into consideration, but overall, the cost implications will be at the forefront of the decision.

Many businesses will use the simple factor of balancing the cost of paying its workforce against the potential losses that are incurred during a recession when deciding to cut labour.  However, using this simple metric comes with both advantages and disadvantages. 

The advantages that come from cutting labour can be viewed from both cost and workforce performance.  By cutting labour the business is able to set budgets more effectively, and strategically, to work together much more closely to run in line with the loss in business.

Additionally, it is also an opportunity to use staff performance and skill set to determine what members of staff are a more valuable resource to the business.  This means it would allow the business to align its workforce skill set and performance with the business goals.

Unfortunately, with advantages come disadvantages and the disadvantages to cutting labour costs could have a longer effect than some may think.  Firstly, the process involved in cutting staff can be time consuming and emotional for all involved.  Making the right decisions and following the correct process are vital.

The remaining workforce could believe they now work for a business that cuts head count when things get hard which put unnecessary stress and anxiety on them.  This could have a direct impact on their performance and even their mental wellbeing, which of course then directs the business.
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Another disadvantage of cutting labour numbers is caused when either the recession ends, or business starts to pick up.  This can put heavier workloads on the remaining work force and then requires time to be spent on recruiting to cover the gap that has been created by the initial cuts.

In my opinion, labour cuts should the last thing any business needs to be thinking of when times get hard.  A strong leadership team need to be able to try and steer their business through the hard times without sacrificing its work force, but if it does come to that decision, it must ensure that its policies are fair and robust.

3, a) An internal labour supply is defined by the existing work force that are present within a business. Having a large pool of people that are experienced at working within the business, and its policies and procedures, can provide a business with numerous opportunities.

Firstly, having a strong internal labour supply will always support any business growth opportunities that present themselves.  If the business is able to upskill and cross train their work force this give potential for personal development opportunities and internal promotion.

With internal promotion also comes the benefits of being able to put in place a robust succession planning process which will give the work force the chance to develop their careers in the business and give them the chance to make their way into management and even senior management roles.

The importance of the internal labour supply should never be overlooked.  It can help the business gain a positive reputation within the marketplace as a good place to work and will help attract a better quality of candidate from the external labour supply should it be required.

3, b) The external labour supply is defined by workers that are available from outside of the business that can bring something different the workforce.  Using the external labour market to fill vacant roles and expend a business can have advantages.
Attracting people from the external supply can be achieved from using robust and strategic recruitment procedures.  Selection processes can be more focused to what is required to bring the workforce up to a suitable standard in order to cope with demand of business.
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This also offers the opportunity to bring in people that could fill any skill and experience gaps that may be present in the internal workforce.  This is a great opportunity to upskill the business by bringing in people that have specific skills in areas that could be a focus of expansion and even take the business in a new direction.

The external labour supply offers just as much benefit as the internal labour supply and bring fresh ideas and new skills to any business.  Of course, the cost at using this supply is greater than that of the internal but sometimes this cost is negligible in the face of progress and growth.
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