Chapter 5: Human Resources Planning
Human resource planning: the process of forecasting 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. 

The relationship between HRP and Strategic Planning
- when strategic business planning consists of venturing into a new market or building a new plant, they need to fill positions for these plans to be carried out successfully, which means hiring the right people, a main function of HRP.

- If there isn’t a strong relationship between HRP and strategic planning, organizations can experience shortages of workers or a lack of qualified workers.

The importance of Environmental scanning

-environmental scanning is a critical component of HRP and strategic planning.

-monitored Environmental factors 

· Economic conditions (general, regional, and local)

· Market and competitive trends

· New or revised laws and the decisions of courts and quasi judicial bodies

· Social concerns related to health care, childcare, and educational priorities
· Technological changes

· Demographic trends

Steps in HRP
STEP 1: Forecasting Future Human Resources Needs (demand)

Quantitative Approaches

Trend analysis: the study of a firm’s past employment levels over a period of years to predict future needs.
-valuable as an initial estimate only.

Ratio analysis: a forecasting technique for determining future staff needs by using ratios between some causal factor (such as sales volume) and the number of employees needed. 

Scatter plot: a graphical method used to help identify the relationship between two variables.

-can be used to determine whether two factors-a measure of business activity and staffing levels-are related. If they are, then when the measure of business activity is forecast, HR requirements can also be estimated. 

Regression analysis: a statistical technique involving the use of a mathematical formula to project future demands based on the established relationship between an organization’s employment level (dependent variable) and some measurable factor of output. (Independent variable

-when there are several dependent and/or independent variables, multiple regression analysis is used.

Qualitative Approaches

- rely solely on expert judgements and not statistical tools.
Nominal group technique: a decision-making technique that involves a group of experts meeting face to face. Steps include independent idea generation, clarification and open discussion, and private assessment. 

Steps: 

1. Each member of the group independently writes down his or her ideas on the problem or issue. 

2. each member presents one idea

3. group discussion and evaluation

4. independently members rank ideas.

Advantages: involvement of key decision makers, a future focus, group discussion facilitate the exchange of ideas.
Disadvantages: subjectivity and group pressure.

Delphi technique: a judgemental forecasting method used to arrive at a group decision, typically involving outside experts as well as organizational employees. Ideas are exchanged without face to face interaction and feedback is provided and used to fine-tune independent judgements until a consensus is reached. 

- is useful for long-range forecasting and other strategic planning. 

Steps:

1. The problem is identified and each group member is requested to submit a potential solution by completing a carefully designed questionnaire. (Direct face to face contact is not permitted)
2. After each member independently and anonymously completes the initial questionnaire, the results are compiled at a centralized location.

3. Each group member is given a copy of the results

4. If there are differences in opinion, each individual uses the feedback from other experts to fine-tune his or her independent assessment

5. The 3rd and 4th steps are repeated until a consensus is reached.

Advantages: involvement of key decision makers and a future focus. Permits group to critically evaluate a wider range of view.

Disadvantages: judgments may not efficiently use objective data, the time and costs involved, and the potential difficulty in integrating diverse opinions.

-the end result of the forecasting process is an estimate of short-term and long-range HR requirements.
-Short-term plans are depicted in a staffing table

Staffing Table: a pictorial representation of all jobs within the organization, along with the number of current incumbents and future employment requirements (monthly or yearly) for each.

STEP 2: Forecasting The Availability Of Internal And External Candidates (Supply)

-predicting how openings will be filled.

-2 sources of supply

1. Internal-present employees who can be transferred or promoted to meet anticipated needs.

2. External-people in the labour market not currently working for the organization, including those who are employed elsewhere and those who are unemployed.

Forecasting the supply of internal candidates
Markov analysis: a method of forecasting internal labour supply that involves tracking the pattern of employee movements through various jobs and developing a transitional probability matrix.
Skills inventories: manual or computerized records summarizing employees’ education, experience, interests, skills, and so on, which are used to identify internal candidates eligible for transfer and/or promotion.
Management inventories: records summarizing the qualifications, interests, and skills of management employees, along with the number and types of employees supervised, duties of such employees, total budget managed, previous managerial duties and responsibilities, and managerial training received. 

- to be useful skills and management inventories must be updated regularly.

Replacement charts: visual representations of who will replace whom in the event of a job opening. Likely internal candidates are listed, along with their age, present performance rating, and promotability status. 

Replacement summaries: lists of likely replacements for each position and their relative strengths and weaknesses, as well as information about current position, performance, promotability, age, and experience. 

Succession planning: the process of ensuring a suitable supply of successors for current and future senior or key jobs so that the careers of individuals can be effectively planned and managed.

Forecasting the supply of external (outside) candidates 

1. General market conditions- mainly focused on unemployment rates to determine what the current/future labour supply will be.
2. National labour market conditions- focused on demographics in regards to age and the retirement of baby boomer, and the soon to come labour shortage. Immigrants will make up the primary labour growth in the years to come. 

3. Local labour markets conditions- affected by conditions such as community growth rates and attitudes. 

4. Occupational market conditions- organizations want to forecast the availability in specific job segments such as engineering and accounting. 

STEP 3: Planning And Implementing HR Programs To Balance Supply And Demand
3 possible scenarios in balancing supply and demand:
1. Labour surplus

2. Labour shortage

3. Expected demand matches supply

Labour Surplus

Exists when the internal supply of employees exceeds the organizations demand. 
Hiring freeze: is a common initial response to an employee surplus. Openings are filled by reassigning current employees, and no outsiders are hired. 

Attrition: the normal separation of employees from an organization because of resignation, retirement, or death.

Early retirement buyout programs: strategies used to accelerate attrition that involve offering attractive buyout packages or the opportunity to retire on full pension with an attractive benefits package.
Job sharing: a strategy that involves dividing the duties of a single position between two or more employees.

Work sharing: employees work three or four days a week and receive EI benefits on their non-workday(s).

Reduced workweek: employees work fewer hours and receive less pay.

Layoff: the temporary withdrawal of employment to workers for economic or business reasons. 

Supplemental unemployment benefits (SUBs): a top-up of EI benefits to bring income levels closer to what an employee would receive if on the job. 
Termination: permanent separation from the organization for any reason.
Severance package: a lump-sum payment, continuation of benefits for a specified period of time, and other benefits that are provided to employees who are being terminated. 

Survivor sickness: a range of negative emotions experienced by employees remaining after a major restructuring initiative, which can include feelings of betrayal or violation, guilt, and detachment, and can result in stress symptoms, including depression, increased errors, and reduced performance.  

Labour Shortage
Exists when the internal supply of human resources cannot meet the organization’s needs.
-assigning overtime work or hiring temporary employees can be used as an initial response.

Transfer: movement of an employee from one job to another that is relatively equal in pay, responsibility, and/or organizational level.

Promotion: movement of an employee from one job to another that is higher in pay, responsibility, and/or organizational level, usually based on merit, seniority, or a combination of both.

Flexible work arrangements
Flextime: a plan whereby employees build their workday around a core of midday hours.
Telecommuting ( or teleworking): is a common flexible work arrangement where workers can work from home using their own personal computers that are often linked to the organizations programs. 
Compressed workweek: an arrangement that most commonly allows employees to work four ten-hour days instead of the more usual five eight-hour days.

Flexyear: a work arrangement under which employees can choose ( at six-month intervals) the number of hours that they want to work each month over the next year. 
