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After going through this unit you will be able to:

define the nature and concept of Human Resource Planning,
identify the importance and objectives of HRP,

highlight the different types and the approaches to HRP,
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1.1 HUMAN RESOURCE PLANNING (HRP) o
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1.2 CONCEPT OF HR PLANNING
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Human resaource pllﬂl“ng s the most |mmﬂ.ﬂt .bm.‘“ Ina '“_”M'flll hlun:n.
Fesource management system. A survey roportad that 85 per cent f Chioy Exnc gy,
listed human resource planning as one of the most critical manageme, u '

w"'fﬂhmi!
of 1980s, which Is still valid In this decade. But what do we mean by Humag R
Planning?

Human resource planning is the process by which the Organizatj,,, il

that it has right number and right kind/type of people in right places, the igh

effectively performing organizational lasks helping achievement (,
objectives.
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i dress the h, Jman
opting short 1arm,

O account the rapid changes n
technology and developments in the market

resource. Attempts are made to match ihe
S, making them Compatible with the achievement of
Organization's future needs.

résource along with other resources. The organization which ignores this resource

fails in achieving its objectives This is because Organizations are created by anc
Composed of People which are the most valuable

asset of the organization. Therefore,
SUpPly of human resoyrce Mmust be sufficient to énsure healthy operation of the
Organization and thig is Possible through proper Human Resource Planning.

(@ it helps in talent inventory, .e.. to assess the current human resource, its
skills, abilities ang potentials and to analyze how those are being used.

(®) 1t helps i workforce forecast, le., to predict future human resource
fequirements, the number and ty

P8, and prepare paople to meet the needs
of the organization,



Human Resources Planning
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It helps in preparing the action plans for proper recruitment, selection,
transfer, promotion, training and development and compensation

administration to enlarge the pool of people qualified to fill up the projected
vacancies.

It acts like a control device providing feadback on the overall effectiveness
of human resource planning through monitoring of the degree of attainment
of human resource objectives. It also helps in cost control by avoiding
excess/short supply of manpower.

IT ensures continuous supply of required human resaurce with requisite
skills during restructuring and expansion of the organization.

1.4 OBJECTIVES OF HUMAN RESOURCE PLANNING

The basic objective of human resource planning is to properly estimate the
number, type and skill required by the organization for its continuous growth. Human
resource planning is done by the organizations for fulfilling the following objectives:

)
@
&)

@

Predicting the human resource requirements for the organization to ensure
availability of right kind of people at right places in right time;

Preparing people to meet the challenges of changes in technology,
environment, socio-political scenario, legislative provisions effectively;

Using the existing human resource effectively through Human Resource

inventory which helps in cost control and minimizing the wastage of
manpower; and

Preparing effective action plans for recruitment, selection, training and

development, wage and salary administration, performance management
and separation.

« Activity A
1. Write down Remember at least two objectives of HRP.

...........

..........

...........................................................................................................

............................................................................................................

............................................................................................................

2. Write down the importance of HRP.

..........

..........

............................................................................................................

............................................................................................................

1.5 TYPES OF HUMAN RESOURCE PLANNING

There are different types of planning: Strategic, Tactical and Short-range and
Long-range planning.
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(m) Strategic Human Resource Planning: The pace of chan
strategic planning Is about changing Industry policies fo prepar
keeping pace with the changes. Itincludes:

() Defining the philosophy of the organization,

9@ I8 accelaryy,,

(il) Formulating statements of purpose and objectives,

(i) Evalugling strength and weaknesses to asses competitive positic,
organization;

(iv) Developing strategies to achieve the objectives in timg "
effectiveness; and

(v) Developing action plans and their evaluation processes,
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Strategic planning emphasizes on growth. Strategic human resource plap;
goes along with the strategic business planning. Through future orienteq o, s!;ar;ﬁmq
job analyses and expansion/ growth plans the manpower need is analyze B%ch
these external challenges like economic developments, W‘iﬁcahlegm_.jm;i ]
technological changes are analyzed and strategic plans are prepareq aw)r'd i n{;:d

(b) Tactical Human Resource Planning: This is also known a5 o ..
planning which addresses issues associated with the growth or ney r)pe%(m;na!
well as with any specific problem that might adversely affect the pace Diannifj
growth. Developing new recruitment and selection processes for attracting i, b(;st
talents, rescheduling the compensation administration, redesigning the jobs with
more freedom and challenges, restructuring the training and developmen; plans
new policies for right-sizing the manpower along with redeployment and separation
plans for redundant employees are the examples of tactical human resource plans

Human resource planning should match with business plans, as it answers the
questions like:

(a) What are the implications of strategic business plans a human resource?
(b) What internal and external problems will be faced?
(c) What can be done in the short-run to prepare for the long-run?

Short-run Plans are the tactical plans/ action plans, prepared for managing
the day-to-day and routine issues in the organization, where as long-run plans
helps in developing continuous growth-oriented strategies.

1.6 HUMAN RESOURCE PLANNING APPROACHES

The human resource planning in general theoretically has left three options
before any planner: the first option is to treat any social programme like education
health as a consumable goods and demand for such is the public (consumer) demand
for more schools/ hospitals or to provide such facilities. The second option is ©
view such programme as an investment and evaluate such an investment in terms
of return on such. The third option is to consider the skilled manpower as basic
input for production of goods or providing quality services.

» Accordingly there are three approaches for Human Resource Planning,
suchas: e Social Demand Approach

¢ Rate of Return Approach
e Manpower Requirement Approach




Human Resources Planning

1.6.1 Soclal Demand Approach

This approach refies on the assessment of the soclety's need for the programme
Itis an aggregate of individual's demand which (s not possibie to calculate Thersfore,
this approach depends on the assessment of trends and projection of social demand

for the programme. This approach is applicable to plan for the human resource of
the society in general in relation to solve a social problem.

This is a very complex system which depends on many social factors related
to the programme. For example: The educational programme although decided on
public (consumer) demand is influenced by contingent conditions like direct costs
of education, students’ grants, existing admission process and standards, etc.

Therefore, this approach suffers from the difficulties associated with any futurological
exercises.

1.6.2 Rate of Return Approach

Rate of return approach considers the soclal programme as a contributor to
productivity and facilitates investment-decisions in it. The example is: investment

in education contributes towa.rds expansion of facilities and its return through direct
monetary benefit (like extra life time earnings received which can be attributed to
the investment).

However, rate of return approach is only indicative of relative priorities. This
analysis does not take cognizance of supply and demand of skills in the labour
market. Therefore, it is doubtful whether such an approach is effective in making
investment decisions.

e Activity B

1. Point out different types of HRP.

..........................................
............................................................................
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2. What is Social Demand approach?

......................................................................................................................
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3. What is Rate of Return approach?
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wasman SEsEsasdsanEsE T anwans eusasans T LT e TR PR R R B R RE S L T

IrETsssnaaEarsunansiesissAnssanssrasnsaybasumannrragrebonkinioFnLannel L )



wmh.“

& What is Man Power Requirement approach?

1.6.3 Manpower Requirements Approach

MQ.MHMWWNM -
steps rvolved in s axercise are .

(1 b,

» Anticipating the directions and magnitudes of the developmer,
» Ewvolving norme for employing manpower,
» Estimating manpower requirements elc

Limitation of these approaches is:

» These are based on assumptions of the distant unknown fis. .. -
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resuling m ether excess supply or excess demand. Excas, -,

these s very difficult to be managed.
This approach is more relevant for business organization.
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1.7 HUMAN RESOURCE PLANNING PROCESS

—
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spite of s unique charactenstics and specific applications, it must be inkec o~
mmmm-mmmmmﬁ-,—;
Resource Planning s @lustrated in the figure below:

Strategic Planning Operational Budgeting.
Long-range Planning Middie
Perspective range Perspective * Anrual perspec
* Corporate Philosaphy, 5 * Indvious
- . Pianned programs, formance e
Sovronments * Resource pians, .p
. m& &Fw : ﬂ i
Constrants, Strategies, i mms
* Objectves & goais, .&Wu mgm“ﬁ' * Monitorng & oo
* Sraeges ’ of results.
z'lhd Forecasting Action Plans
Meeds Recnament.
F : -Stnhruh Promoton & Trans's
& * Saffing mix Organizabonal
o Amaiyeis of * Organization and Changes.
Maragement Job design Tranng & Devecor=*
ocaors + Avatabeer projected Campensanon &
resources benefits. .
- Net requIrements Labour Relabors

Fig. 1.1 Business Planning and Human Resource Planning.
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The middie-range operational planning flows from long-range strategic planning
of the organization The short-range annual budgets mention spectfically about
timetables. allocation of resources and wayn/ standarda of implamenting the other
two plans

HumAan resounce planning looks at the issues relating to hifure business neecls,

| factors fike social trends and demograptty and measuring the intermal supply
of amployees in the long-run, at the business plan level

Al the operational level, human resource planning (8 concermad with detail
forecast of smployee supply and employee demand Specific action plana are

basing on these forecasts This Inchudes all the functional areas of huMAnN
rasource management

However, Human Resource Planning is Influenced by several axternal and
internal factors which is depicted in figure 1.2

EXTERNAL FACTORS INTERNAL FACTORS HR PLANNING
Legal Framework Strategic Business Planning| | Projected Staffing Needs
« Legislations ] |+ Corporate Philosophy "\ « No of openings
* Rules & « Environmental Scan 4
Regulations L Tipea oS00
ssessmenl of + Projectad staff
|| organizational strengths
& weaknesses avallabllity:
r Markets « Development of Strategic | M+ Skill
« Aveiability of Business Objectives « Experience
required skills
+ Reconciliation of
needs and availability
i E
— "'W"mam ] ] ] » Formulation of action
Competition Operational Planning plans for recruitment,
« Technological - Retaintion, Training,
Change Specific plans for Transfers,
« Economic policies growth, Promotions,
. Leadership acquisition, [ Separation, efc.
' diversification

Fig. 1.2 Factors Influencing Human Resources Planning
The objectives of human resource planning are to ensure the followings:
(@) to obtain and retain the human resource of required quality and quantity in
the organization in right time and at right place; and
(b) tomake optimum utilization of obtained human resource for the purpose of
The human resource planning process includes the following steps:
(1) Demand forecasting
(2) Supply forecasting
(3) Determining the Human Resource gap
(4) Formulating Action Plans
(5) Monitoring and Review
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. tages of human resource p|3nﬂing b \
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TR I rom deciding on the planning horizon. i.e. about the perio
process starts ere should be an integration with the corporate plan an— .
"M 10w

i ty. Th it}
the plan will apply 4 strategies the projection for demand for ang SUDDly of

the corporate plans an know about the difference between the estima.. "
be prepared to kKNO S S wh,,..
resource be B D esource gap. The gap may be bridged p through recr

known as human ' dundancy plan (j

training plan (if demand exceeds supply) or re cy plan (if Suppiy e

demand).

B SUSINESS OBJECTIVES and STRATEGIC PLANS ™
Market Production m
A:alysis Plans Plansg !

\ - Planning /\
r
Time Horizon (short/long) ——
] L —
{ L
HR Demand Estimating HR HR Inventory, —— |
Forecasting Gap Analysis HR supply forscsy | |
Number, Type, Skil I Intenal ~&—£‘:E‘_"____
Action Plans 1
« Recruitment ‘
+ Training
* Transfer
* Promotion |
* Redundancy ;
* Retention 1
4
Monitoring & Control T
Feedback

Fig. 1.3 Human Resource Planning Process

The steps in human resource planning process are interrelated and mary
times seen over lapping or being done at a time.

Fore_cestlng the Human Resource Demand: This step refers to the proces
of estimating the need for human resource in future in the context of corporaté

functional plans. The demand for human resource at various levels is primanfy .
to the following factors:

Exte_rnal Challenges due to economic development, socio-political an°
technological changes and competition.

oL E!;onon?Ic Developments refer to the changes due to globalization, &
Ilbe(allzahon which brought opening up of markets, capital market reforms, on-in"e’
trading, etc. along with them. This demanded for establishment and expansio” ©

manufacturing and service industries demanding f i fessionally
: or better qualified profess!
trained workers in them e 9 s

10
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2. Soclo-political and Technological Changes refer to the changes in social,
potttical and legal environment as well as technologlical advancement. The legal
provision demand for specific recruitment where as technological advancements
need specific skills and demand for least manpower.

3. Competition is the result of open market economy which brings penefits to
the customers but raises the issue of survival for the compary in the market. Labouf
cost and skill management become two major issues due to competition.

Internal Challenges:

The human resource requirements for a given level of activities/operations
vary inthe same organization over a period of time or among organizations depending
on the production technologies, processes, market analysis, etc. The plans refer to
expected changes in production or manpower levels arising due to changes in
methods and technologies. The modernization programme in Rourkela Steel Plant
of SAIL influenced the HR level.

1. Organizational Decisions: HR planning takes into account the strategic
plans, expansion strategies, sales and production forecasts into account. NTPC's
taken over of TTPS of Orissa demanded for work force restructuring and rightsizing.
Ventures into new areas demand for new skills.

2. HR Factors: Intemal HR factors like separation due to retirement, resignation,
termination, long absence, etc. also influence the demand foreca st.

1.7.2 Job Analysis

Job Analysis is the foundation of many HR functions. Human resource inventory
tells us about what employee can do where as job analysis tells us about the
fundamentals of the jobs including the behaviors required to perform these jobs.
The term job analysis refers to the process of obtaining information about the jobs.
Itis the formal study of all the aspects of jobs. It tells about the tasks to be performed
and the human characteristics needed to perform such/tasks.

The written summary of task requirements is called job description and HR
requirement is known as job specification. These are the two aspects of job analysis.
Job A?alysis

[ |

Job Description Job Specification

% Factual statement of tasks, duties, » Statement of knowledge, skills,
responsibilities to be performed by abilities required to perform the job.
the employees.

But there is no standard format for such description. However, this usually
describes: the job title (name/title of the job), the job position (where is it), the job
summary (a statement of what the job is about), the job activities (the tasks
performed, materials used, machines/ equipments required, nature of supervision,
etc), the working conditions (the physical environment — light, ventilation, heat,
hazards, etc), and the social environment (interpersonal relationship, communication
system etc.).

Job specification is the process that tells about the human atributes in the
form of education (knowledge), training, experience, abiltties and skills required to
perform a particular job.

11
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te job specification helps in mo ;
ing complete and accura @ Objegy,
DW::.?':,f jgb requirements. If this is not done perfectly that makes r, J ::'Ve
asssssél:penswe. Unnecessary reflections of hlgh qualifications, trainlng :”‘
n;c:)rgrience help in reducing the number of applications leaving for limjteq ChO#f;end
e

However, accurate assessment should be the basis for sych Speci

which facilitates other processes. Job Analysis information has direct impacy o
effective planning and recruitment of HR in the organization.

lon
the,

Job Analysis Process

larly in the organization. Earliey 4
Job analysis should be done regu . : “FQue tg 5,
pace of development jobs were found to be static and were designed i, the man,:”

so that there would be no change. People were changing but jobs were rc'am:u'mrl'r
static. Now jobs are changing to accommodate the changes in techno|ogy’ Uﬂic.n(_;

management agreements and the work environment.

The pace of change in technology deman'ds for change in nature of job ag e
as skill and knowledge required to perforr:n theljob. For example, manyg typing he;s
been replaced by computers and adrqinlstratlon a!cceptmg e:-gcw'_ern;,me Systen
brought new demands for changing quallﬁcam_)ns, skill, etc. Und.er. union-mg -
agreements, the work conditions, nature of jobs and responsrbm!y factors change
which demands to rewrite the summary of the job. Also, the HR available hzg Changed
its characteristics as far as qualification, skill, experience, etc. are COncemeq
Therefore, it is essential to consider the above changing factors while going for iob

analysis.

e Activity C
1. What are the external Challenges face during forecasting HR demand?

............................................................................................................
.....................................................................................................................
......................................................................................................................

.....................................................................................................................

......................................................................................................................

......................................................................................................................

--------------------------------------------------------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------------------

--------------
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The process of job analysis Involves the following steps :

(1) Organizational Analyais: It in nocossary Lo gel an overall ploture of jobs
in the organization along with Interrelationships among them and thelr contributions
towards the organizational objectives. The organization chart and process charts
give such inputs for the purpone,

(1) Developing Clarity on the uses of Job Analysis Information: Job nnalysis
information can be used for all HR tunctions, But, thare should be clarity on how this
information is going to be used

(1) Selecting IJobl for Analysis: Analysis of ench Individual job is a time:
consuming and difficult process. It is, therefore, desirable to select job, of
representative characters, for analysis,

(iv) Collecting Data: Data are necessarily collected on physical aspects and

human attributes involved with the job. Various techniques of collection of data are
discussed later.

(v) Preparing Summary for Job Description: The job description sheot Is
pmpanaq by analyzing the collected information, highlighting the tasks, duties,
responsibilities, etc. for effective performance of the job by a potential employee.

(vi) Preparing Summary for Job Specification: The written statement for
job specification is prepared using the collected information, highlighting the human
attributes like education, training, experience, aptitude, etc. required to fit to the job
for performing the same.

Job analysis, done through the above process, accurately reflects the
requirements of the job and help in other HR functions. The uses of job analysis are
discussed later.

Methods of data collection for job analysis:

There are five common methods to collect information for job analysis:
(1) Job Performance: With this method, the analyst himself performs the job,

under study, and gets firsthand exposure to what it demands in forms of actual
task, responsibilities along with the environmental, social and physical demands.

It is applicable for the jobs that can be learned in a relatively short period of
time, but this is nol appropriate for jobs that involve extensive training or that are
hazardous to perform.

(2) Observation: The analyst observes a worker or a group of workers doing
a job. The analyst records all details of the job, the tasks, activities, procedures,
pace of performance, etc. on a prescribed format.

This method is appropriate for jobs that involve manual, standardized and
cyclic activities. Direct observation helps to have a rich and deep insight into the
job to understand.

(3) Interview: In jobs where direct performance or observation Is not possible
on the part of the analyst, it is necessary to depend on interviewing workers to
narrate various requirements of the job. A standard format Is used to collect
information from the worker or workers involved in the job. Here, questions are
restricted only to job-related topics. Data collected from different workers to bring
out common and critical aspects of the job.

This method helps in getting information on all standard and non-standard
physical aspects of the job and the mental work involved in it. The problem in the
method is more due to ambiguous questions asked and inaccurate answers given

by the workers,

13
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(4) Critical incident: To get information on effective and ineffectiye
of workers, they are asked to narrate several incidents experienced l
performance of a particular job. The information regarding incidents collacteq
the employees are analyzed along with general job areas and a deta; D*cfur:
actual job requirements is drawn. o

It takes considerable time to gather, abstract and categorize the
Also, the process s difficult to derive the general job behaviour.

(5) Structured Questionnalres: The questionnaires list the tagks beh
needed for performing the jobs. These are related to what gets done anq how a»fm
is done. The ratings are done on the basis of a scoring frequency, imp anc ok
of difficulty, relationship with other job?T anc_! to the m_rerall ParOMmancs
employees are asked to give ratings to various job dimeqs;ons, mentionec
profile of job requirements is prepared analyzing the ratings.

One of the most popular behavior-oriented questionnaires is positie,, anal
questionnaire (PAQ) which contains 194 questions on the following aspects

» Information inputs: Where and how the worker gets informatiq, ;,

Incidany,

!‘?‘m!

| i’.r,
ah"ﬁ;q A

Y¥3is

do his
jobs;
» Mental processes: The reasoning, planning, and decision-makmg InVolved
in a job; )

» Work output: Physical activities as well as the tools or devices yseq:
» Relationship with other persons and jobs (positions)

» Job context: Both physical and social aspects involved in the job:

» Other job characteristics: Like work hours, responsibility, etc.

. Each of the above items is measured being given a score on a 5 point scale
according to its importance and the scale is: DNA = Does Not Apply; 1=Very minor
2=Low; 3=Average, 4=High, 5=Extreme.

This measure is cheaper and quicker to administer than other methods. This
can be administered beyond working hours. The data can be analyzed systematicaly
by using computers which ensures more accuracy.

But this method is time-consuming and expensive to develop. This may bring
confusing answers, if questions are not properly understood.

The above five methods are popularly used for job analysis. However, most
popular are the observation, interview and questionnaire methods.

Uses of Job Analysis

As job analysis provides a deeper understanding of the behavioral requirements
of the jobs it makes HRM functions easier. The uses of job analysis are shown I
the figure below:

14
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Orp, analysis
& job
definition

HRIS
design

Man
machine
system

Succession
planning \*
Selection &
\ placement
\ Job
Evaluation

Performance
Standard
& reward

Fig. 1.4 Uses of Job Analysis

Organizational Analysis and Job Definition

Job requirement analysis helps in getting information on responsibilities and
interrelationships among jobs which help in assigning authority and accountability
for the jobs. Decisions regarding organizational structure, hierarchical positions,

integration, etc. become easier due to these analyses.

HR Planning: Job analysis provides basic information that help in HR planning
(forecasting the need for HR in terms of skills and expertise).

Recruitment: Recruiter needs a full knowledge of the job, the aspects involved
in it for its smooth and effective performance. _

Selection: A forecast of job performance provides the basis for selection by
understanding the job expectations.

Placement: Job analysis provides a clear understanding on job requirements
and ability of individuals to perform that helps in placing the right man at the right
job.

Job Evaluation: Job analysisis a prerequisite for evaluating the jobs, ranking
them in terms of their relative worth, which help in deciding the pay structure.

Performance Appraisal and Reward System: Job analysis gives the idea on
key performance areas and key result areas against which the employee performance

can be measured and employees can be rewarded.

15
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Orientation and Training: Job analysis explains the job requirementy .
help in identifying training neads and the process deals with specific ag Ie,

By
jobs.

Career Planning and Development: Job analysis providag b
understanding on various opportunities involved in terms of career path
planning Information are obtained through this. Job analysis alse heips in i
other functions including job classification, safety, job design, workfores g, “ ::w’

r

A
L r‘qrq‘v

1.7.3 Work Study

Work study technique is appropriately used for the jobs which car, ;
and for which standardized norms can be fixed and number of people

be quantified,
This technique is more appropriate for direct production workers thy,
any other category of employees and this technique is used in CONjunctiey, W:,,
other techniques. This is otherwise known as workload analysis. The simple o h
of workload analysis/ work study s given below: ple

h mm' Irag
B Lirae o

._—_“'"““—-ﬁ- —
Planned output for the year 20,000 units/piec - :
T
Standard hours per piece 1% hours
—_— |
Planned hours required 30,000 hours ,
__-—‘_""“"-—-—o
Productive hours per person per year 1,000 hours
(allowing absenteeism, idle hours, etc) (on annual basis)
No. of workers required 30 workers ]
It the span of control is 10 per office, 3 officers are required

—

Fig. 1.5 Workload Analysis (Example )
There are three methods for demand forecasting which are described below

(1) Managerial Judgment: Under this method senior experienced managers
prepare guidelines for departmental managers with approval from top managemen:
These guidelines indicate set targets and desirable changes in flow of work.

Taking cue from these, the department managers prepare forecasts with ihe
help from personnel, or work study experts. Simultaneously personnel departmen
prepares another forecast of the company wide demand. The two sets are comparec
reconciled and reviewed by senior managers for the final forecast.

(2) Simple Statistical Methods: Most common statistical method is ranc-
trend analysis. It indicates ratios between number of regular and contractual workers
the number of workers and officers, etc. Future ratios are forecast on time senes

exploration. Then the number of employees required for different groups/ skill levels
efc are calculated.

(3) Mathematical Models: Based on certain assumptions concerning possibié
changes in future, models may be developed to show how an organization looks iz
in term of its staffing pattern. The modeling techniques include succession analyss.
probabilistic analysis and regression analysis.

In succession analysis the unit is the data concerning the individual. |
probabilistic analysis the unit is the group of employees, classified according ©©
organizational units, job categories, places, levels/ grades, etc. Here the probabilty
of employees moving from one group to another is considered. A matrix or tabe o

16
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HR flows Is determined at specified intervals of future time. HR programmes and

past trends provide useful data on promotions. transf
' :]
the basis of such analysis, rs, saparations, etc. to form

Regnassim? analysis is used 10 measure relationships between one or more
indapem:lma e:(tj \;anabies to explain a dependent variable. In HRP, regression analysis
can be used lo correlate personnel requirements with output, revenue, etc, This
xzshi”;gg';sﬁ:fi;l:agnauve scenarios in personnel needs. But the relationship is

purpose of analysis is not to :
quantitative forecasts. y present the management with

o Activity D
1. Write down different uses of job analysis?

.......................................
........................
.............................
..........................
...................................
..........
-------------------------------------------------------------------------
.....................

...................................

..............................................................

------------------------------------
..................................................................................

......................................................................................................................

3. What is supply forecasting?

----------------------------------------------------------------------------------------------------------------------

1.7.4 Supply Forecasting
Supply forecasting is about internal and external supply of workforce/ Iapoqr to
ﬂleagmbaﬁon.Theﬂgwebebwillumtasme HR flows in and out of an organization.
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Fig. 1.6 Manpower flows in an organization

Palicies relating to each of these HR aspects need to be analys

' " reunanx y
assess their possible effects on HR supplies to the organization. yio

Forecasting Internal Workforce Supply:

Internal supply forecasts relate to conditions inside the organization, 5cn as
the age distribution of workers, terminations, retirements and new hires the it
classes. A reasonable starting point for projecting a firm's future Supply of labgur
its current supply. For this, preparation of HR inventory with the help of the HR
information system is essential. This provides information on the profile of the
employees in terms of age, sex, education, experience, job level, performance eve:
efc.

Manpower need arises out of organizational growth, diversification or due 1o
movement of employees because of promotion, transfer, separation, etc. The o

profile of the vacant one can be matched with workers’ profile and the need can te
fulfilled.

The replacement charts or succession plans are the simplest type of internal
supply forecast. These may be developed by setting a planning horizon, identifying
replacement of candidates for the positions to be vacated due to above reasons
assessing the current performance and readiness for promotion, identifying career
development needs, and integrating career plan of individuals with the organizational
goals. The overall objective of this exercise is to ensure availability of compstent
talent for future or in time of emergency/ immediate needs. Frequent HR inventory
may be carried out for knowing about available talents.

Forecasting External Workforce Supply:

The recruiting and hiring of new employees are regular activities into the labov
market are necessary. This is particularly done when the organization does not i
the talent internally from among the available manpower.

Organizations in both public and private sectors look at the projections
external labour market to prevent deficits of employees. When the firm beoom:
successful in anticipating its outside recruitment needs and identifying the possi®
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