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strategic planning
procedures for making decisions about the organization’s long-term goals and strategies

needs to be linked with HR planning.. integrated into the strategic planning process

def’n: the process of forecasting future HR needs to ensure that the organization will have the required number and type of employees to meet its strategic objectives

forecasting involving 3 steps
1. forecasting the demand for labour
2. forecasting the supply of labour
3. balancing supply and demand considerations

forecasting a firm’s demand for employees

quantitative method
-trend analysis
forecasting labour demand based on an organizational index:

select factor that is a good predictor of HR needs E.G?

Plot historical trend 
Calculate productivity ratio(per employee)

Multiply productivity ratio by business factor to determine HR demand (e.g, sales/ employee* estimated sales for next year)

Qualitative approach: 
Management forecasts
-experienced personnel making informed forecasts/ estimated.
E.g nominal group technique
Sample question: what factors are most important in determining the number and type of people needed?

Delphi technique

Forecasting the supply of employees (internal):
-staffing tables
-markov analysis(p 56)
-skill inventories & management inventories.
-used to: develop replacement charts.. a visual representation of potential candidates to fill job openings.

Used to perform succession planning
-the process of identifying, developing and track key people for exec positions.
Forecasting supply (external)
-to project the supply of outside candidates, employees assess;
-general economic conditions 
-national labour market conditions 
-local labour market conditions 
-occupational market conditions

determine human capital readiness
-gap analysis:
demand for employees (quantity & quality)-supply of employees (quantity and quality)=gap

addressing the gap-step3
balance / reconcile supply & demand:
-labour surplus exists when the internal supply of employees exceeds the organization’s demand.
-employer may respond with:
1 hiring freeze
2 attrition员工自然缩减
3 early retirement buyout programs 
4 job sharing or part time work
5 reduced work week
6 alternative jobs in the organization
7 temporary layoff 
8 supplement unemployment benefits
[bookmark: _GoBack]9 terminations with severance package(severance pay解雇费)

labour shortage exists when the internal supply of human resources cannot meet the organization’s needs

employers may respond with:
1 overtime
2 hiring temporary employees
3 external recruitment
4 transfer 
5 promotion

