ADM 2337 A
Midterm:
· Will cover chapters 1 – 6 only the ones that we went over in class (AKA no chapter 3)
· Format will be short answer
· Compare the lessons from class with what is in the chapter readings
· Do the discussion questions at the end of each chapter – may be on the midterm
· Well thought out well answered questions – should include all material from combination of text and lesson
· Combination of definition and situation based questions
· 20% of grade
Chapter 5: Human Resources Planning
· Human Resources Planning (HRP) – the process of forecasting the future human resources requirements to ensure that the organization will have the required number of employees with the necessary skills to meet its strategic objectives
· HR Planning vs. Strategic Planning 
· Strategic Planning – Making decisions about long – term business objectives
· HR Planning – Anticipating and making provisions to have the people required to meet the objectives set out by the strategic plan 
· HR Planning takes the strategic plan and tries to achieve the goals it is setting out to accomplish
· HR Planning Process begins with forecast demand followed by analyzing supply, then you plan and implement programs to balance supply and demand
· Forecast demand – understand how much demand may be necessary in the future
· Analyze supply – analyzing if you are capable of meeting the forecasted supply, may need to hire more employees increase supply or may be supplying more than demanded so could make adjustments there
· Balancing supply and demand could requiring hiring and deciding where to hire from
· Environmental forces that can affect supply and demand:
· Economy – recession?
· Demographic Changes – is there a shortage of people on the market
· Legal Changes
· Technological Changes
· Etc.
· Forecasting Demand – Quantitative Approaches
· Trend Analysis - 
· Ratio Analysis – Is essentially looking at the ratio/relationship between any variable and the number of employees (i.e. sales falling, number of customers served – so if currently serving 100 customers with 3 employees then to serve more people could hire more employees)
· Scatter Plot – Example on page 125, is essentially a scatter plot graph so graphing the number of employees vs. the amount of sales reached
· Regression Analysis – Most sophisticated method, is the statistical technique 
· Goal is to answer the question “Will the need for people increase or decrease?”
· Forecasting Demand – Qualitative Approaches
· Rely on expert judges, could be an outside person who comes in or employees who give their input in what is needed for their position
· Nominal Group Technique – Modified version of brainstorming (more sophisticated version), Get a group of experts, sit them down and take a certain amount of time to write down ideas, after that is done go around the room and each person gives an idea then everyone will discuss all ideas that have been given, together as a group they then rank their ideas, plan of action is ultimately decided on as a consensus
· Disadvantages – Can be subjective, is also potential pressure to go with group think so if everyone else likes an idea to just go along with it, 
· Advantages – everyone is involved
· Delphi Technique – Experts respond to a questionnaire individually, all results will get pooled and everyone can then see the answers others gave and will give opinions after seeing other answers, then answers are re-pooled, decisions is ultimately made when consensus is reached
· Advantages – More ideas may be brought up, 
· Disadvantages – subjectivity, could be potentially difficult to pool contrasting opinions, costly, could take a longer time
· Forecasting Supply (Internal)
· Skills Inventories – essentially looking at the skills of the employees working for the company, how are they preforming, what is their education, etc. Should be done regularly.
· Management Inventories – Same as skills inventory only for the mangers of a company, how many people do they supervise, how does the group they supervise do, Should be done regularly
· Replacement Charts – Figure 5.8 from text includes promotion readiness and age of everyone in the organization (age is used to have an idea of retirement), Is not considered discriminatory in this case because it is used for retirement purposes only, can be considered a bona fide occupational requirement in this. Because these charts don’t show a lot of information there is also replacement summaries which sum up strengths and weaknesses, it expands on the charts.
· Succession Planning – Senior and key positions which cannot go unfilled within the organization. For example the vice president of the company that is ready to fill into the president’s position should something happen to the president. It is good for a company to demonstrate that they promote from within because otherwise employees will feel there is nowhere to go up within that company.
· Markov Analysis – Figure 5.7 of the text. For each job looking at the number of people who remained within the position from one year to the next.
· Forecasting Supply (External)
· To project supply of outside candidates, employers assess general, national, local and occupational labour market conditions.
· Strategies to deal with Canada’s looming labour shortage
· Increase the workforce participation of older Canadians
· Increase the number of designated group members (Aboriginal, Visible Minorities, Women, Disabled)
· Offer flexible work arrangements (flex time, telecommuting, compressed work week, flex year)
· Layoff Mistakes – temporary withdrawal of employment (Due to economy need to let you go for now but will hire back once the company is doing better)
1. Fail to consider alternatives
2. Lose the wrong people
3. Don’t communicate transparently
4. Use the wrong words
5. Think top employees will stay just because of the economy
6. Forget all applicable regulations
7. [bookmark: _GoBack]Neglect to guide first-level managers
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