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CHAPTER ONE
INTRODUCTION

1.1 Background of the Study

Human capital is one of the major ingredients amigmqtial flavor for any organization. It
has the ultimate power over other resources. Taaitgte and ensure the availability of
human asset, practicing human resource plannings p&a paramount role for the
maximum advantage of the organization. Human resouplanning links the
management to the organization's mission, visi@alsggand objectives, as well as its
strategic plan and budgetary resources. It is mgmwrtant to get the right number of
people with the right skills, experience and comapeies in the right jobs at the right
time and at the right cost. Effective human reseyslanning in an organization provides
a continuous and proper staffing and ensures fhaariate skills are available within
the workforce to meet the organization’s changiegds(Kenna and Beech 2003: 124)..

Today’s dynamic and ever changing economic, s@nal business environment makes
highly evident the need for more sophisticated agsgtematic planning for human
resource in any of profit and nonprofit organizatsuch us industries, public sectors,

financials sectors (lbid, 124).

Hence, under the era of globalization and dynanaicias economic, political and
technological environment, undertaking a reseamththe practice of human resource
planning in an organization is necessary. It hétpglentify the organization’s strength

and weakness and forward practicable strategies.

Therefore, this paper is put utmost effort to urezahe practice and problems of human
resource planning in the case of Hilina EnricheddsoProcessing Center PLC and

forward possible recommendation.
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Hilina Enriched Foods Processing Center PLC istemtan Oromia Region, North East
of Addis Ababa. It is 45km away from this city. hias 3000 rh compound. It was
established in 1998 to undertake the manufactanmgprocessing of a range of products.
At its initial establishment, the Company produesdiched sugar with vitamin A and
iodized salt to supply mainly for UN agencies, NG@nd for the general public. As the
demand for other services increased the companyntrasluced roasting and blending

services.

Recently the center has been redesigned and nubddfispecialize in the production of
nutritious and therapeutic food for children, fdnieh there is a felt need and a gap in the
national food production system. On top of this ttenter has recently concluded an
agreement with famous French Company, Nutriset ackvjointly in the production of
Plumpy Nut and its range of products popularly mefg as Ready to USE Therapeutic
Food (RUTF). The organization has a total of 20(pleyees to execute the desired

activities and realize its mission and objectives.
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1.2 Statement of the Problem

Planning the resources of an organization is a tesponsibility for every senior
manager. Arguably the most important single resouic people. It is important,
therefore, to ensure that sufficient numbers ofr@yppate caliber of people are available
to the organization in pursuit of its objectivesteBy organization has to make some
attempts to acquire, train, re-deploy and dismimpleyees in the course of its activities.
Not all of these attempts can be regarded as huesamurce planning, for they are much
too unplanned. Human resource planning, in theesesed here, is a much more rational
exercise (Cole, G.A 1997:110-111).

Practicing an effective and systematic human regoptanning in an organization plays
a vital role in facilitating and ensuring the preetof other human resource management
functions. Some of the major ones include the Waihgy:

- The recruitment of sufficient and suitable staff

- Their retention in the organization

- The optimum utilization of staff

- The improvement of staff performance

- The disengagement of staff, as necessary.

Thus, human resource planning is not just a nungmare, even though labor statistics
are an important element in it. Human resource mptanis as much, if not more,

concerned with the quality of personnel and witkirthdeployment throughout the

organization (Ibid, 110-111).

However, as per the student researcher own faewgarience and by observation in the
organization, it is possible to say that the emgsthuman resource planning practice is
malfunctioning to respond the changing labor emment. It is and unable to capitalize
the contribution of human resource planning anda@ixfhe maximum advantage from it.
The organization has encountered frequent staffroplems i.e. in addressing the need
for the right number and quality of staff at thghti time and place to ensure consistent

and sustainable performance excellence towardg\anlithe organization’s mission and
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directing towards its vision. This is mostly enctered as a result of not having a well
organized, systematic and effective human resquisrening practice in the organization
by professionals in the area.

In conducting this research, the student researdbalt with the basic issues of the
prevailing human resource planning practice andtedl problems that holdback its
effectiveness.

1.3 Research Questions

» To what extent was human resource planning practied organized,
systematic and effective to strategically meetihinan resource requirements?

» How the organization acquire and place the requipedlity and quantity of
staff to meet the gap identified timely?

» How is the extent of the link of human resourcenplag with the company’s
strategy?

» What Challenges did the organization face whilecakag the activity of
human resource planning?

» What is the future potential of the company to edlve existing problems?

1.4 Objective of the Study

1.4.1 General Objective

The general objective of this study is to asseslsramiew the practice and challenges
of Human Resource Planning in Hilina Enriched FoBdscessing Center PLC and to
recommend possible strategic solution that haset@dnsidered for the forthcoming

campaign.

1.4.2 Specific Objective
The specific objectives of the study were:

* To check to what extent the organization’s premgilhuman resource planning

practice well organized, systematic and effectiveséttle and respond the human
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resource requirement of the organization and copthgpever changing labor
environment.

* To check the strategic linkage of the human resoptanning practice with the
overall organizational strategy and the emphasisrgio it to address the human
resource requirement of the organization.

 To identify the major challenges encounter whil@agticing human resource
planning activity.

« To recommend possible solution to improve the egstpractices of human
resource planning for better performance excelleand meeting the desired

requirement.

1.5 Significance of the Study

This study is expected to provide the followingnsiigance:

1. It would provide important input to the managemehtilina Enriched Foods
Processing Center PLC to improve its Human ResoRlaening policy, system
and practices.

2. It would motivate other researchers to conduchienstudy on the subject

3. It would also be used as a reference material fyr iaterested party on the
subject

4. It helps the student researcher to fulfill the riegment for Bachelor of Art in

Management.

1.6 Delimitation of the Study

The focus of the study is to uncover the prevailprgctice of Human Resource
Planning in Hilina Enriched Foods Processing CemefC and forward possible

solutions to enhance its practice in the future.
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1.7 Definition of Terms

Assessments the process by which as many data as possiblgathered and used to
evaluate data (Tadelech Tesfaye, 2007).

Human Resourcerefers the individuals within the firm, and to thertion of the firm’s
that deals with hiring, firing, training and oth@rsonnel issues (lbid 2007).

Human Resource Planningis the process that helps to provide adequate human

resources to achieve future organizational objestiDerege Worku, 2005).

1.8 Research Design and Methodology

1.8.1 Research Design

Due to its descriptive nature, the student researdeployed a descriptive method in
order to assess and describe the practice of huesanrce planning in the organization
under study. Besides, the study has used both itpteve and qualitative approaches.
This is because employing the mixed approach helpsonverge or confirm findings

from different data sources and helps to ensure réli@bility of the study. The

guantitative approach is used in analyzing the aedents’ response through closed
ended questionnaire in terms of percentages antheuwhile the qualitative approach is
deployed in narrating the interview response ane s$tudent researcher practical
experience and observation to increase the ratyalilf the data obtained through

guestionnaire.

1.8.2 Population and Sampling Technique

The Company permanent employees are 200 which eg@raeidered as a population. In
order to ensure the representativeness of the sdnpplpulation from all work units and
increase the validity and reliability of the infaation gathered, the student researcher has
deployed stratified random sampling technique. tlyirdhe researcher stratified the

population by Departments.
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Department Number e of population| Sample size
Administration 70 28
Finance 5 2
Sales & Marketing 5 2
Research & quality 10 4
Production 102 41
Technical 8 3

Total 200 80

In order to give an equal opportunity to be incldidie the sampled population from the
strata, random sampling was in place. Hence, teease the representativeness of the
sampled population from each stratum 40% were wEledence the total sampled

population participated in the study were 80 in bem

1.8.3 Types of Data Collected
Both primary and secondary data were collected. fiimaary data has been collected
from sampled respondents i.e. management groupgenssors, and other non
supervisory staff through questionnaire and managemroups through interview. The
secondary data, on the other hand, collected frdatad literatures used as conceptual

framework.

1.8.4 Methods of Data Collection

Three basic instruments namely, questionnaireni@e® and related literatures were in
placed to uncover the required data for the stlitlg. questionnaire was prepared in both
close and open ended items. The question itemsap@pgn English language to all
groups of respondents since all the respondents afle to read and understand the
language easily. Before administering the questoento all respondents it was

reviewed by the advisor and pilot tested for v#idchecking. Then the revised
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guestionnaire administered to the sampled populgtitanagement groups, supervisors,
and non supervisory staff) and collected subsetuent

In addition to this, interview was conducted withe tManaging Director and other
management groups of the organization under dignusshe reason for doing so is that

they are assumed to be actively involved in the BluiResource Planning process.

Besides, related literature reviewed in order tersjthen and set a conceptual framework
used as a governing principle of the study.

1.8.5 Data Analysis Techniques
The marked items from the data collected were &@bdl and analyzed through
guantitative and qualitative statistical measuresiemhe collected data were also be
interpreted by using tables and percentages manuall

1.9 Organization of the Study

The study has four chapters. The first chaptersdedh introduction. The second chapter
addressed review of the related literature. Thedtlchapter deals with presentation,
analysis and interpretation of data. Finally thst lehapter discussed summary of the

finding, conclusions and recommendation.
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Chapter Two
Review of the Related Literature

2.1. General Overview
Human resource planning has traditionally been tsedrganizations to ensure that the

right person is in the right job at the right timédnder past conditions of relative

environmental certainty and stability, human reseylanning focused on the short term.
It was dictated largely by line management concenmereasing environmental

instability, demographic shifts, changes in tecbgyg] and heightened international
competition are changing the need for and the aatdirhuman resource planning in
leading organizations. Planning is increasinglypghmduct of the interaction between line
management and planners. In addition, organizatames realizing that in order to

adequately address human resource concerns, thstydavelop long-term as well as
short term solutions. As human resource plannesslive themselves in more programs
to serve the needs of the business, and even iiuthe direction of the business, they

face new and increased responsibilities and chgaien

In an early treatment of the topic, Vetter (196%) &éxplains human resource planning as
the process by which management determines hoorgamization should move from its
current manpower position to its desired positibmough planning, management strives
to have the right number and the right kinds ofgbeoat the right places, at the right
time, doing things which result in both the orgatian and the individual receiving

maximum long-run benefits.

Contemporary human resource planning occurs witkive broad context of

organizational and strategic business planningqviblves forecasting the organization's
future human resource needs and planning for hosetmeeds will be met. It includes
establishing objectives and then developing andldmpnting programs (staffing,

appraising, compensating, and training) to ensbhe¢ people are available with the
appropriate characteristics and skills when andrevttee organization needs them. It may
also involve developing and implementing programariprove employee performance

or to increase employee satisfaction and involvernrenrder to increase organizational
rage v or 4.1



productivity, quality, or innovation (Mills, 1985b) Finally, human resource planning
includes gathering data that can be used to ewltls effectiveness of ongoing

programs and inform planners when revisions irrttogecasts and programs are needed.

The major objective of planning is facilitating tleeganization's short-term and longer
term business objectives and plans.’ Increasingig is being done in leading

organizations, although in the past business nasdally defined personnel needs and
human resource planning, which meant that planbi@&came a reactive process. The
reactive nature of the process went hand in-hartd wishort-term orientation. Now,

major changes in business, economic, and socialoemeents are creating uncertainties
that are forcing organizations to integrate businetanning with human resource

planning and to adopt a longer term perspective. éxample, according to Kathryn

Connors, vice president of human resources at laib@rne, Human resources is part of
the strategic (business) planning process. It's gfgpolicy development, line extension

planning and the merger and acquisition procedsdke is done-in the company that

doesn't involve us in the planning, policy or fiaation stages of any deal (Cited in
Lawrence, 1989: 70).

2.2.Factors Underlying Increased Interest in Human Resarce Planning

Human resource is the most important asset of gantmation. Human resource planning
is the important managerial function. It ensures tight type of people, in the right
number, at the right time and place, who are tchgred motivated to do the right kind of
work at the right time. There is generally a shget of suitable persons. The enterprise
will estimate its manpower requirements and thed fout the sources from which the

needs will be met. If required manpower is not e then the work will suffer.

Developing countries are suffering from the shata§ adequate trained managers. Job
opportunities are available in these countriespbaperly trained personnel are not there.
These countries try to import trained skill fromhet countries. In order to manage

human resource requirements, an enterprise wile hawlan in advance its needs and

sources.
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Certainly, there are many factors that accountthar increased attention directed to
human resource planning, but environmental fordebaijzation, new technologies,
economic conditions, and a changing work force s@amicularly potent (Dumaine,
1989; Dyer & Heyer, 1984; Greenhalgh, McKersie, &k&y, 1986). These create
complexity and uncertainty for organizations. Umnaity can interfere with efficient
operations, so organizations typically attempteuce its impact; formal planning is one
common tactic used by organizations to buffer trewes from environmental

uncertainty (Thompson, 1967).

A consideration of how the values of workers whd soon make up the majority of the
work force differ from those who will begin to leait suggests additional changes on the
horizon. There is already evidence of growing tasise from employees to relocation.
Greater emphasis on self-evaluation and a redudtiooyalty and dedication to
employers makes it more difficult for organizatidnsassume they can move employees
around anywhere and anytime (Maccoby, 1988; Mli&g7). A decline in organizational
loyalty is occurring at the same time that workarg feeling insecure about their

employment.

A recent study comparing the work values of thoger d0 years old with those less than
40 years old suggested other types of changesHmhvorganizations must prepare. For
example, employees from the younger generation, grée up during the Vietham War,
do not trust authority as much as do members oblther generation, who are products
of the World War Il era. The younger generatiomiiiwork should be fun, whereas the
older generation sees work as a duty and vehictefifmncial support. Younger
employees believe people should advance as quiaklytheir competence permits,
whereas older workers believe that experience és rtacessary road to promotion.
Finally, this study found that for the younger getien, "fairness” means allowing

people to be different, but for the older generattaneans treating people equally.

Changes in the work force are just one aspecteoétivironment stimulating the need for

human resource planning. The demographic changesoanewhat predictable, but when
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they are considered in combination with changinghtelogy and many of the other
external changes described elsewhere in this ishag, pose significant challenges for
human resource planning and contribute to its cimgngtatus during the past two

decades.

2.3. Elements of Human Resource Planning
Human resources planning involve how to best pmvithnpower for an organization

through staffing, training, development and compéna policies and practices. Without
a road map, human resource cannot address theefacfir that enables an organization
to reach its goals. Human resource plans, therebmm@plement organizational strategy
and objectivegTrudy Brunof eHow Contributor updated: November 23, 2010)

2.3.1. Environmental Assessment

The first major element of human resource plank baernal and external environments
must be studied. External assessment involvesifgiagt what the organization "change
drivers" social, political, economic, legislatitechnological, globalization and industry-
related outside factors that might detract from pany performance. An organizational
analysis covers internal factors influencing thgamization's ability to react to change
and remain competitive. This internal assessmenamées company culture,

technological capability, customer service exp&mtgt and existing talent that drive

workforce requirements. (Ibid)

2.3.2 Setting Human Resource Objectives
The second major element of a human resource pitailse establishing measurable
objectives to address the issues raised througirosmvental assessment. A growing
market may mandate increasing the payroll, adaptegyuitment efforts to attract
workers with different competencies, rethinkingoeltion practices and introducing
skill-specific training programs. Dropping a protllioe might lead to human resource
objectives that target labor cost reduction, emgdogommunication or retraining for
retention. Anticipated changes in legislation caaliggest the need to overhaul document

retention policies, benefits administration or dsrgy initiatives. This stage outlines how
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human resources will react to ensure that the azgdon has the right personnel and

employee support systems in place. (lbid)

2.3.3 Main Plans
The third element of human resource planning dessrthe plans or actions that will be
perform to achieve the human resource goals. Eagtihad has a time frame against
which it will be measured. Plans may include pelcand programs related to employee
communication, training, development, recruitmenperformance management,
compensation and career path as well as managetaeslbpment, succession planning

and job definition (By Trudy Brunot).

2.4. Features of Human Resource Planning.

From the very essence of human resource plannorge f its most critical features
have been cited and described briefly here un&eg. (Gubta & et. al 2003:13)

2.4.1. Determining Human Resource Needs.
Human resource plan must incorporate the humanresmeeds of the enterprise. The
thinking will have to be done in advance so thatlersons are available at a time, when
they are required. This enterprise may also haventlertake recruiting, selecting and

training process also. (lbid)

2.4.2. Keeping Manpower Inventory.
It includes the inventory of present manpower ia ¢éinganization. The executive should
know the persons who will be available to him fodartaking higher responsibilities in

the near future. (lbid)

2.4.3Adjusting Demand and Supply.
Manpower has to be planned well in advance asldaif@ersons will be available in the
future. In case sufficient persons will not be &tale in future then efforts should be
made to start recruitment process well in advaimbe. demand and supply of personnel

should be planned in advance. (Ibid)
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2.4.4. Creating Proper Work Environment.
Besides estimating and employing personnel, huresource planning also ensures that
working conditions are created. Employees sholdel 10 work in the organization and

they should get proper job satisfaction. (lbid)

2.5. Need for Human Resource Planning

Human resource planning is viewed as foreseeinghtimean resource needs of the
organization and providing of human resources. iiéed for human resource planning
can be felt from the following points. (lbid)

2.5.1. Replacement of Persons.
A good number of employees are to be replaceddnutidertaking because of retirement,
old age, death etc. So there will be a need togoeepnd train persons for taking up

vacant jobs in an enterprise. (lbid)

2.5.2. Labor Turnover.
Labor turnover takes place in enterprises. Howetrer,degree of labor turnover may
vary from company to company but it cannot finistogether. There is always need to
recruit new employees to take up the jobs of thwilse have left the undertaking. If the
undertaking is able to foresee turnover rate ptgghen efforts in advance are made to

recruit and train employees so that work does uafiéisfor want of employees. (lbid)

2.5.3. Expansion Plans.
Whenever there is a proposal to expand or divetB#yenterprise then more employees
will be needed to occupy new jobs. In such situetithe human resource planning is
necessary. (Ibid)

2.5.4. Technological Changes.
With research and new inventions, technologicahgka are coming rapidly. There may

be need to give fresh training to personnel. Intamy there may also be a need to infuse
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fresh blood into the enterprise. Human resourcenitey will be helpful in coping to the
new demands of the enterprise (Ibid).

2.5.5. Assessing future Requirements.
Human resource planning is also needed to assesthavhthere is any shortage or
surplus employees in the undertaking. If thereess Inumber of employees than needed,
it will badly affect the work. On the other hanfimiore persons are working than needed
then it will increase labor costs etc. Human reseynlanning ensures the employment of
right employees (Ibid, 15).

2.6. Implication of Human Resource Planning

A human resource plan helps to avoid sudden dismgin an enterprise’s production
run, since it indicates shortages of particulaesypf personnel, if any, in advance; thus,
enabling the management(s) to adopt suitable gtemtdo cope with the situation. An
enterprise that cannot identify and recruit thdlesliwork force that it will need in the
next 3-5 years will be in a difficult situation &8 as its business is concerned (Mirza S.
Saiyadain, 2003:52-58).

A manager needs to plan his human resource regeimsnin terms of numbers, skills,
and occupation groups to meet increasing demedther elue to business growth or
expansion(lbid).

A human resource plan that anticipates the needafiaous types of skill requirement and
levels of personnel, well in advance, will be albte give adequate lead time for
recruitment, selection, and training of such pessétuman resources planning becomes
all the more crucial because that lead time fotingetpersonnel is a delaying factor in
many cases, and the skills that one may need aralways available. No availability of
suitable human resources result in postponemedelays in executing new project and
expansion programs, which eventually leads to icieficy and lower profitability.

Besides, changing job requirements, due to teclgicab change or the growing
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complexity of business operations, make differimgndnds on the number and type of
manpower required (Ibid).

At the corporate level, a human resource plan cail@ an overall picture, while
identifying surplus or shortage of personnel. Susptould be redeployed, and shortages
provided for. If there is underutilization due teeo manning, there will be unnecessarily
high labor costs and low profit margins (lbid,53).

One of the fundamental objectives of a human resoplan, for a manger, is its utility as
a planning and control technique. A human resoptaa, because it is systematically
done, enables a manger to predict his human resaaguirements and control the
number of people deployed; as a result of whichh wmore precise matching of work
force needs to a firm’s business plans, wage aladyseosts can be controlled.(Ibid)

The purpose of having a human resource plan, aithtee short run or in the long run, is
to have an accurate estimate of the number of grapsrequired, with matching skill

requirements, to accomplish the organization’s g 0aid).

A human resource plan is necessary for the managetoeget information about the
manner in which existing personnel are deployed; kimd of skills required for the

various categories of jobs; and human resourcaneaygants over a specified time period,
in relation to the organization’s goals. It wouldagive an indication of the lead time

that is available to select and train the requaeditional human resource (Ibid, 54).

By keeping an inventory of existing personnel inemterprise, based on skill, level,
training, education qualifications, work experienead salary, it will be possible to
utilize the existing resources more productivelfyrelation to job requirements, before

further human resource additions are made; thugdsinng wage and salary costs (lbid).

2.7. Human Resource Planning Process

This process entails the consideration of sevdeglss in order to project the human

resource demand, Before embarking on a human m@squanning exercise, certain

Page 16 of 41



parameters have to be set and decisions shouldkea ty the top management and
planners, to work on specifics, taking into accotnet situational aspects that have to be

provided for in a work force plan. These parameseesgiven below (lbid).

2.7.1Business Plan
The basic exercise that has to be undertakenasritee at the scale of business activity
over a time period. This business plan would b&ueagsint of the desired objective. This
objective, stated in economic terms, would incoap®ithe growth rate of the company,

diversification plans, and market opportunitiesd)b

In making a projection of work force requiremensglecting the right predictor is
important. According to Wikstrom (1971), to be usethe predictor should meet two
requirements. First, it should be directly relatedhe essential nature of the business so
that business planning is done in terms of thisofacThe second requirement is that
changes in the selected factor should be propaitiem changes in the work force

required in the business (lbid).

In a small organization, a work force plan couldfid@enulated to cover the entire unit all
the levels. However, in a large organization, siegy necessitate work force planning for
separate units (departments, class, or clusteewald). This might be necessary due to
the numbers involved, which may make a total ortion plan difficult, or because the

predictors chosen might vary (Ibid).

2.7.2. Workload Analysis
Once the business plans are clear and predictoes Ieen identified, workload norms
have to be developed. There are a number of metth@dscould be used to develop
workload norms. They may vary from being as singdgust observation on the job, to
highly sophisticated statistical models. Howevegstrorganizations generally use time
study, work sampling, or work load analysis. Thesadies may also be utilized to
understand the methods and processes of doindieuterjob, and can thus be helpful in
work simplifications, resulting in improved prodivity, reducing the number of people
required (lbid,55).
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As far as machine paced jobs are concerned (udbiakycollar) it is possible to arrive at
precise figures for the time taken in producingieely number of units. The general
method is adopted to begin with, by establishigaard conditions under which the job
will be performed. Then the job is broken down it several elements, and the time
taken to perform each element is noted. The tota taken for the completion of the
entire element in cycle is computed, so that amallveéming for each cycle of operation
is arrived at. These are known as standard timeeth&r variation is to study the actual
situational aspect, by observing the workers perftieir jobs, and timing them with
stop watches (Ibid).

Formulation workload norms for white collar emplegewhere the jobs are not machine-
paced or not so precise and repetitive, create gmalglems. Various techniques like
workload measurement, time budgeting studies, aodt wampling have been used. All
these require either detailed or random studidsxad time intervals to understand the
activities in which an employee spends his timeinasther words, what are the various
tasks done by him. Either by direct observatiorwoitten records maintained by an
employee, it is possible to find out what he isndpiAnalyzing this data can indicate
where efficiency could be brought about for bettéilization, and a personnel
requirements estimate can be made (Ibid).

In white-collar jobs, besides the quantity of ougpwqualitative inputs are necessary. If
one stresses only on quantity, then quality mafesuQualitative inputs could be looked
upon as an employee’s use of his intellectual céipab and carefulness, given the task
in hand and his job role. There is an inherentialiffy in measuring this type of
contribution, both in terms of fixing work outpubmms and for evaluation employee
performance. Hence, it is not always possible teehguantitative norms for such jobs,
other than the administrative expectations of threcerned supervisor (Ibid).

From all the information and the workload analy#i® human resource planner can get a
good estimate of the number of employees needednature and extent to the work to
be done by them. However, any attempt in workloadlysis may have to be seen in

relation to the following consideration (lbid).
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A) Work studies, of any kind, have generally been greeted withpisisn by
employees and their unions. The suspicion is gégpdrased on the method and it
iS seen as an instrument to enhance output withmuimensurate remuneration.
In some cases, therefore, negotiated joint comesittd management and unions
have been set up to undertake these studies. HowaWesaid and done, the
employees can, to a large extent, influence theahatorms developed by
workload analysis (Ibid,56).

B) The physical labor required for a level of output e&pends to a considerable
extent, on the technology employed, and the amollabor productivity that can
be achieved. A decision has to be taken to determawhether the level of
technology would be the same as in current usethether there would be a shift
towards labor intensive or capital intensive te¢bgy (1bid).

C) The job standards or work output norms study wouldgive an indication of
the level of productivity at a particular point in time. Productivity can be
viewed as total output divided by the total numileemployees. The productivity
of the existing labor force can be increased fetance by the wage incentives,
improved technology, changed organization structame work methods, thereby
reducing the number of employees needed (lbid).

2.7.3. Job Analysis
Job analysis is the process by which data, witlanedo each job, is systematically
observed and noted. It provides information abdw hature of the job and the
characteristics or qualification that is desirafide the job holder. The data from job
analysis could be used for a variety of purposédse jpb analysis study attempts to
provide information in the following seven basieas (Yoder, 1975).

» Job identification or its title, including the code number, if any.

» Distinctive or significant characteristics of the pb, its location setting,
supervision, union jurisdiction, and hazards arstalnforts, if any.
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» What the typical worker does. Specific operations and tasks that make up the
assignment, and their relative timing and imporgartbe simplicity, routine, or
complexity of tasks, responsibility for others, fooperty, or for funds.

» What materials and equipment the worker usesMetals, plastics, grain, yarns;
and lathes, milling machines, electronic ignitiossters, cornhuskers, punch

presses, and micrometers are illustrative.

» Howe the job is performed.The emphasis here is on the nature of operations,
and may specify such operations as handling, fgedamoving, drilling, driving,
setting up, and many others.

» Required Personnel Attributes. Experience, training apprenticeship, physical
strength, coordination or dexterity, physical dedsn mental capabilities,

aptitudes, and social skills are some attributes.

There are several ways in which information aboyttacan be collected. In order to
have a full understanding of the job contents, mlver of sources should be explored. By

and large, the following sources are generally \#zd).

1. Job guestionnaire: To make a start, a job questionnaire could beirsdtared to
all concerned employees, asking them about thet®barious components, time
spent on each of them, and so forth. The complgtedtionnaire could be given
to the supervisors for their comments. In some §3e reviewing committees
are formed, consisting of union representativessgpatialists from the personnel,
work study, or industrial engineering departmebid 57).

2. Independent observers: in addition to the employees themselves providing
information about the jobs they are doing, traimddervers could also be used
supplement the employees’ data and to discoveremsate performance in
“crucial tasks”, which would lead to job failureb{dl).

3. Observation: For jobs of a simple and repetitive nature, theseobation
technique could provide adequate information orjabebeing performed. A clear
picture may be obtained regarding the working comas, equipment used, and
skills required. Although all jobs could be usejutbserved, this technique alone
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is not enough for the more complex jobs, especidiiiyse that have many
components or interactions (Ibid).

4. Interview: In addition to the above three, it may be usefuhawe followed up
interviews or in some cases use the interview nmeation with other methods. It
might be useful to follow up the interviews by tut interviewing the

supervisors of the employees, to verify informatiorseek clarification (Ibid).

Generally, it is preferable to use a combinatiorseferal methods to get information
about the job. One method could well supplemenbther, where the objective is to gain
as much information as possible about the job, dheial tasks, and the essential
gualifications required to perform them satisfatyorAn objective data gatherer would
avoid introducing his own ideas, and also avoiccdesg the employees performing the
job, rather that the “job” itself, for many of tleenployee’s personal traits may have little
or no relevance to the job (Ibid).

2.7.4. Job Description
One of the results of workload analysis is job desion. It refers to the job contents and
the expectations that an organization has fronemployees. Job descriptions usually
outline the minimum requirements of jobs for marmasons. First, despite all the
attempts, a perfect and fully inclusive job dedaoip is not possible. In fact, as one
moves up in the hierarchy of an organization, aitket job description becomes very
difficult. Secondly, most organizations would prefet to describe the job fully, if it is
possible, because employees would then stick td ndh been described and would not
do anything beyond it. Thirdly, if a job is fully edcribed, supervision would
automatically be taken care of by the duties peréat, making some duties of the
supervisory staff redundant. Fourthly, technologighanging fast and hence, the nature
of the job is also changing. Unless an organizatommtinuously update the job

description, it would become difficult to monitdret performance of employees (Ibid).

However, writing a job description may become ulséfu
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It is presented in a clear and easily understaedaiainner.

2. In as much as possible, it describes all dutieetail.
Indicates the degree of authority available to eygds to fulfill
the requirements of the job.

4. Indicates the degree of supervision that an employdl be

subjected to.

2.7.5. Job Specification
Workload analysis helps in identifying the minimwualification needed to perform a
particular job. These may include academic qualiioms, professional qualifications,
age, years of experience, relevance and natureegiopis experience, and other skill and
attitudes. They form the minimum eligibility regements, which a candidate must have,
to consider for appointment to a job. A clear imdiicn of specifications helps in
generating eligible applications, because of selédion. The candidates who do not
possess those qualifications do not apply. On theerohand, lack of clear-cut
specifications may generate a large number of egpiins, leading to high costs, in

terms of man hours, in processing them (Mirza $/a8ain, 2003:52-58).

2.8. Human Resource Planning Activities

Human Resource (HR) planning is imperative to ayanization's success. It serves as an
analysis of the current and future needs of thammgtion, according to the Society
Human Resource Management (SHRM). This processsmljde an organization in
several areas, such as staffing, development,iricaiand benefits and compensation
designs By Kerrie Main).

2.8.1. Staffing
Staff or a personnel planning is one of the moshroon activities conducted by HR
departments, according to an article on AllBusiress. It typically is comprised of
using the current staff size and design to prestiatfing levels for the upcoming year.
HR departments may utilize a company's strate@n pk a resource for information. For

example, if an organization intends to launch a meeractive website in the following
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year, the HR department will budget for additiostalff to build and maintain the website
(Ibid).

2.8.2. Training and Development
Human Resource Department shall create trainingesmployee development plans as
well. This type of planning must be conducted ivaatte of the company's needs in
order to prepare for them, both from financial ardource perspectives. Training for
new employees and product rollouts may be inclu@edching new skills to the current
employees is considered as an aspect of develop@egdnizations benefit from having

streamlined and consistent training programs (Ibid)

2.8.3. Career Development
Careerdevelopment is imperative in order to prepare agamization for upcoming
retirements, as well as to retain long-term empsy€ompanies need to have a strategic
plan on how they intend to replace their managemht qualified leaders. This means
that current employees should have career road magsplans that incorporate both
short-term and long-term goals. For example, ibeganization is grooming top, young
salesperson for the management track in five yéaisjng should begin now. This may
include time management courses, classes on howaith others and a mentor program
(Ibid).

2.8.4. Downsizings
When companies foresee an upcoming need to dowritsizie their best interest to have
their HR departments plan for it in advance to emghat the process is smooth and
orderly, and complies with all legal requiremenisis type of planning also may prevent
loss of knowledge and resources. Some companies lieg downsizing process by
eliminating non-essential personnel. Others layadfhinistrative staff, but keep money-
generating positions. Organizations may be hitawsbits and high unemployment costs

if downsizing is not strategically plannétbid).
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2.9. Lessons learned

Because the purpose of human resource plannirmgeedure that the right people are in
the right place at the right time, it must be lidkavith the overall plan of the
organization. Traditionally, there has been a weak way linkage between business
planning and human resource planning. Businesssplahere they exist, have defined
human resource needs, thereby making human resqlaoaing a reactive exercise
(Mills, 1985:48).

Companies often give lip service to the importaoickuman resources in achievement of
business objectives, but rarely is detailed, thtfughanalysis performed. Personnel
professionals, even human resource planning spssjabften are not well informed

regarding business planning processes (and rasslg any direct contact with business
planners) and are thus ill equipped to introductkages between human resource

planning and business strategic planning (Ibid).

Many organizations now recognize that they can figinem a two-way linkage between
business and human resource planning. With a two-mkage, business plans are
considered somewhat malleable in that they areuenfted by human resource
considerations, such as the cost and availabifitatwor. Such organizations realize that
profitability requires that business objectiveslini&ed to people-planning activities. If

the right people are unavailable, performance goatsiot be met (Ibid).

Recently, some organizations have moved towardnigad completely integrative
linkage between business planning and human resq@l@oning. In these organizations,
organizational effectiveness is facilitated by amlan resource executive who is a fully
participating member of the top management teanthig case business plans can be
substantially modified by the human resource exeeutand business results can be
substantially improved (Ibid).

Human resource planning becomes more complex agirtiee horizon for planning
stretches further into the future, so it is nofpsising that companies become involved in
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longer term planning activities only after becomproficient in shorter term planning
activities (lbid).

It seems clear that human resource managemennaragend human resource planning
in particular, will become more closely tied to theeds and strategies of organizations.
As this occurs, human resource planning will be ttivead that ties together all other
human resource activities and integrates these thighrest of the organization. As
organizations change more quickly, so will the kremge, skills, and behaviors needed
from employees. This means that people working fgaoizations will be asked
continually to adjust to new circumstances. Assggsind facilitating peoples' capacity
for change are two activities that psychologists ldely to be called on to do, yet there
is very little research available to consult foridgunce. Whereas organizations are
seeking changes from employees, employees will &manding that organizations
change to meet the needs of the increasingly dweosk force (Ibid).

Thus a final challenge in human resource plannisigbalancing current needs-of
organizations and their employees-with those offthiere. The criterion against which
this balancing act is measured is whether emplogeesurrently at the right place doing
the right things but yet are ready to adapt appately to different activities when
organizational change is needed. Similarly, inpufjat Psychologists involved in human
resource planning can use the effectiveness of tueient activities and their readiness
to engage in the new activities needed to facecliadlenges of the future as the criteria
against which they evaluate their own performariaiel).
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Chapter Three
Data Presentation, Analysis and Interpretation

This chapter deals with the presentation, analgsid interpretation of data obtained
through questionnaires and interview. This chaptersists of three parts. The first part
of this chapter examines the general charactesisfiche population in terms of sex and
age. The second part is about the analysis andpistation data related to the topic
under study that was obtained through questionn8iesides, interview response has
also been discussed alongside in order to stremgémal triangulate the responses

obtained through questionnaire.

In order to obtain relevant and related data ihtligf the study under discussion, a total
of 80 questionnaires were prepared and distribtddtle sampled permanent employees
and management groups. The distributed questi@magontained two types of
information. The first type is the general inforioat about the characteristics of
respondents and the second type is variables gheutopic under discussion which
contains a mix of 20 close and open ended questiBram these questionnaires,

70(87.5%) were filled and returned successfully. better clarity see table 1 underneath.

Table 1: Number of Questionnaires Distributed andReturned

Questionnaire Questionnaire Questionnaire not
Distributed Returned Returned
Departments
In In In In In In
Number Percent Number Percent Number Percent
Administration 28 35 25 31 3 4
Finance 2 2.5 2 2.5 -- --
Marketing 2 2.5 2 2.5 - -
Research & 4 5 4 5 -- --
Production 41 51 34 43 7 9
Technical 3 4 3 4 -- --
Total 80 100 70 87.5 10 12.5
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3.1. General Characteristics of Sampled Population

In order to increase the validity and reliability the data, great attempt was made to
address all category & mix of staff and comprehendee characteristics of the
respondents and their corresponding reactions. rakyetable 2 portrays the detailed

characteristics of the respondents here under.

Table 2: General Characteristics of Respondents

Item Respondent
Item
No. In number In percent
Sex of Responden
1 a) Male 45 64
b) Femal 25 36
Total 70 10C
Age in year:
a) Less than 3 22 32
5 b) Between 3-4C 30 43
c) Between 4-48 15 21
d) 50 and abov 3 4
Total 70 100

As can be shown in table 2 item 1, from the totargspondents 45(64%) are males and
the remaining 25 (36%) are females. Relativel\nalgh the participation of females is
less than males it is a progressive indication grmmving. This is an encouraging
participation.

According to their age group, as indicated in it2rabout 22(32%) & 30 (43%), of the
respondents are found in the age group of less 30Bayears and between 30-40 years
respectively. As indicated in the same table 15(Pb&tongs to the age between 41-49
years and the remaining 3(4%) of them are in treecd0 and above. This indicates the
majority of the employees i.e. around 75% of them young, energetic and highly

productive. The presences of such work force pevektensive contribution for
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organizational growth and development. Howevery taee demanding and relatively
unstable unless the organization practices atmacttention systems as the researcher’'s
practical experience and the interview result vatesl. Besides, the organization is
expected to exploit their maximum potential for thesst of the organization expectation
and establishing individual and organizational h@ay. On the other hand, it is strategic
and a flavor to have some percentage of matunedgh staff since they are relatively
stable and can play a vital role for the overaljamrizational stability and continuity.
Thus, having information from such mix of staff Wilcrease the validity and reliability

of the study finding and possible to forward preatile recommendations.

3.2. Analysis and Interpretation of Variables Related to the Practice and
Challenges of Human Resource Planning.

This section addresses variables that deal witlpthetice of human resource planning in
Hilina Enriched Food Processing Center Plc. Besidastors which challenges and

hammer such practice are dealt alongside its jgeacti

Page 28 of 41



3.2.1. The Existing Human Resources Planning Practice andlts

Organization

Table 3: The Practice of Human Resource Planning irthe Organization under

Study
Respondents
Item . :
NoO Question Item Rating In In
' number | percent
a) By existing 35 50
Which of the following humar management
resource planning techniqu Judgment
1 P g d b) By using work 15 21
exists in the organization? study technique
c) | don’t know 20 29
Total 70 100
Do you think the organization ¢ a) Yes 22 32
human resource planning is w¢ b) No _ 38 >4
2 _ c) Uncertain 10 14
organized?
Total 70 100
How do you evaluate th| &) Verygooc 3 4
capability of the human resour( b) good 25 36
3 | department  about  huma ¢) Average 35 50
resource planning practice? d) Below average . 10
Total 70 10C
Do you think the organizatio
manpower planning practiq @) Yes 20 29
4 | fulfills organization’s humar YN . 45 O
c¢) Uncertain 5 7
resource requirement?
Total 70 10C
How do you rate th¢ a)Very High 15 22
effectiveness of human resour P) High 8 11
S o o c) Low 47 67
planning in the organization? d) Very low _ _
Total 70 10C
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Table 3 item 1 portrays, human resource planningrigues of the organization, as
majority 35(50%) respondents disclosed, is by mamamnt judgment. 15(21%) of the
respondents, however, replied it is exercised hypgusvork study. In the contrary,
20(29%) of the respondents even they don’t knowwmat bases or criteria the
organization acquire additional employee for cergapsitions. However, this confirms
the organization has been practicing a traditia@groach while planning the human
resource requirement that is mostly by managemedgnment. This might leads to
advocate staff imbalances among work units andianefit utilization of the existing

human resource at their maximum potential.

The practice of human resource planning is unsyatierand is not well organized. This
is supported by the majority 38(54%) of the resmms as it can be shown in the same
table (table 3 item 2). The interview result alsmfirmed that the organization is not

practicing the human resource activity in an orgadiand systematic way yet.

As it is evident from table 3 item 3, 35(50%) okthespondents response about the
capacity of human resource department of the orgéon in carrying out the human
resource planning is average while others 25(36%led as good. This indicates there
are some expertise limitations to undertake thedmresource planning activities in an
organized and systematized way. It is also indecatering the interview session

supporting the presence of capacity limitation.

Correspondingly, Table 3, item 4 shows, 45(64%}haf respondents agreed that the
prevailing practice of human resource planning fozadailed to fulfill the organization’s
human resource requirement. On the other hand®2e)®f the respondents disclosed,
man power planning fulfills the organization’s humeesource requirement. This tells
that there are disparities with in the respondemtghich some groups are benefited from
the existing practice while the majorities are . it has been discussed in the same
table item 1, 2 and 3 the organization has linotadiin its practice which might lead to

create such imbalances.
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Besides, Item 5 in the same table shows, the ratiregnployees on the effectiveness of
human resource planning in the organization, is Esvreplied by 47(67%) of the

respondents.

The above discussed facts attest that the orgamzatearly lacks effective human

resource planning practice.
3.2.2. The Integration of Human Resource Planning with theHuman
Resource Policy and Organization’s Overall Strategy

In order to uncover how the link of human resoumanning with the existing
organizational policy and strategy is, questionsreweaised to the respondents

accordingly. Their reaction is summarized and dised in table 4 here under.

Table 4: The Link and Integration of HRP with Organization’s Policy and

Strategy
- Respondents
tion It Rati
No. Question ltem S In number | In percent
To what extent does the poli¢ @) To great extent 10 14
and procedures of the organizati b) To some exten 4l o9
P g ¢) Undecided 12 17
1| meet to HRP of the company? | d) Not at all 7 10
Total 70 100
To what extent do huma a) To great extent 52 74
resource  planning  activitig b) To some extent 11 16
c) Undecided 2 3
2 | contribute to an organization| d) Not at all 5 7
success?
Total 70 100
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Table 4 item 1 portrays, 41(59%) of the sampleghardents replied that the human
resource planning practice to some extent linketth Wie organizations human resource
policy and the overall strategically even though phactice is not as systematic and well
organized as institutionalized. It is noted in #ame table item 2, the majority of the
respondents 52(74%) believed that practicing humesource planning has a great
contribution towards the organization’s success ifterview result further strengthens
and confirms the existing human resource planninactige is not institutionally
organized and has some weakness in linking witthtlrean resource policy and strategy
in a formal and documented form. This is becauséhe organization’s human resource
policy human resource planning blurredly address®tithe responsibility for its activity
not specified. Besides, the interviewee agreed #sdiblishing and practicing well
organized human resource planning and linking wité policy and strategy of the
organization will have a greater contribution fta success. This tells, though the current
practice human resource planning is not sounding amanized, the management
initiative and acknowledgement is encouraging andlcdt be used as a footstep to
strengthen the prevailing practice of human resoptanning.

3.2.3. The Practice of Acquiring and Placing the RequiredQuality and
Quantity of Staff to Meet the Gap Identified Timely
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Table 5: The Quality of Acquisition and Placement of the Regired Staff Timely

Respondents
No. Question Item Rating In In
number | percent
To what extent is existing huma ga) To great extent 24 34
resource planning practice attracti b) To some exten 35 50
1 enough to get employees at the ri o) Lzt 5 i
d) Not at all 6 9
place and time? e) Other 3 )
Total 70 100
Do you think the recruitment an
selection  practice  of  th| & Yes 27 39
L i . | b) No 35 50
2 organization defines organization ¢) Uncertain 3 11
need correctly and timely?
Total 70 100
a) To great extent 16 23
T hat tent th
L exten does b) To some exten 40 57
organization acquires the requir ¢) Undecided 12 17
< quality and quantity of staff? d) Not at alll 2 3
e) Other - -
Total 70 100
Do you think the hired employe &) Yes 25 36
4 exactly meets the job specification D ) 35 50
¢) Uncertain 10 14
Total 70 100

As table 5 item 1 depicts, the existing traditiomay of practicing the human resource
planning is relatively good but not attractive eglouand as to the expectation. It has
limitations to acquire and retain the right qualagd number of employees to fill the

existing gap as indicated by the respondents 35)50Pis implies the intervention of the
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management is highly needed to establish effeeia well organized human resource
planning system to meet the dynamism of the labgirenment and successfully hit the
desired target of the organization. This is becandbe same table item 2 respondents
indicated that the existing recruitment and sebecpractice is not in a position to meet
the intended target as witnessed by 35(50%) ofdbpondents. Item 3 in the same table
there are some reservation about the quality aredjuety of the employed staff as
replied by 40(57%) of the respondents. Besidesitam 4, half of the respondents
35(50%) also did not hesitate to indicate somehef $taff employed fail to meet the
specification as well. These manifests the malfionatg of the organizations human
resource planning and the need fore further sthemghg before it resulted an adverse

effect on the overall organizational success.

3.2.4. Problems/Challenges Encountered and Potential whilé&executing
the Activity of Human Resource Planning
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Table 6: Challenges and Problems Encountered while ExecutingRP

" Respondents
,\i;n Question Item Rating In In
' number | percent
a) High 20 29
How do you understand the rate b) Average 42 60
1 | turnover and absenteeism? c) Law 6 9
d) Idon’t know 2 2
Total 70 100
Do you agree that the employ( a) V. much agree 10 14
tumover  and  absenteei§ D) Adree 50 72
. c) Do not agree 5 7
5 encountered is related to t d) Don't know 5 v
existing human resource planni
system?
Total 70 100
Do you think this is a challeng a) Yes 42 60
faced while executing the activii ) N 20 29
3 _ ¢) Uncertain 3 4
of human resource planning? d) | don't know 5 7
Total 70 100
Do you think this is a challeng a) Yes 42 60
faced while executing the activii P) NO 20 29
4 _ c) Uncertain 3 4
of human resource planning? d) I don’t know 5 7
Total 70 100
Do you think the existing a) Yes 15 21
problems of the human resour 2 No 30 43
5 _ o ) _ ) c) Uncertain 10 14
planning activity will continue in d) | don’t know 15 29
the future?
Total 70 100
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The respondents were asked about the company’sfradenover and absenteeism to see
the challenges and dynamism of labor market andnication towards the need for
well organized and effective human resource plajnis indicated in table 6 item 1, the
majority of the respondent i.e. 42 (60%) repliedttturn over and absenteeism rate is
relatively good. This indicates the tendency ohtaver rate is growing and as indicated
in the same table, 20 (29%), which is a notablengcreplied that turn over is high. In
the same table (table 6) item 2, the majority ef thspondents 50(72%) agreed that part
of the cause for turn over and absenteeism isectl&t absence of well organized human
resource planning and unable to respond accordiMybgt of the participants in the same
table 42(60%) recognized that such challenges amnon while executing human
resource planning. Interview result indicated thegll organized human resource
planning as an integral part of human resource gemant system was not established
in the organization. This might aggravate the @mage to respond the dynamism of the
labor market. Correspondingly, most of the partaiis 30(43%) aspired that the existing
challenge and problem in relation to human resoplaening will be alleviated through
establishing well organized human resource planniisg an integral part of the
organization’s system. Same is replied in the uMev session. This is a good indication
to see some initiative by the management towar#scadedging the role of human
resource planning in an organization to settle mimgdion stability and proactively

respond to the global labor market issues.
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Chapter Four

4. Summary of Findings, Conclusion and Recommendation

The very objective of this study was to uncover phactice of human resource planning
and identify the challenges/problems encounteredewgerforming its activity in the
case of Hilina Enriched Food Processing Center Rica road map and direction the

study was raised the following questions.

» To what extent was human resource planning pecti@ll organized,
systematic and effective to strategically meetthman resource requirements?

» How the organization acquire and place the requipedlity and quantity of
staff to meet the gap identified timely?

» How is the extent of the link of human resourcenplag with the company’s
strategy?

» What Challenges did the organization face whilecakag the activity of
human resource planning?

» What is the future potential of the company to edlve existing problems?

Hence, under this chapter, summary of the majodirigs and conclusions were
discussed in light of the research questions raiSedrespondingly, possible strategic
solutions were forwarded which are advisable fer dhganization under study to take

as valuable inputs and respond up on for bettaarorgtional result.
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4.1. Summary of Findings

The data/information obtained through questionisamed interview response were

thoroughly analyzed and interpreted, in chapteedghthaving the specific objective

intact. Accordingly, summary of the major findingg the study are presented

hereunder:

The organization under study has no centralizedamurasource planning system
to address and proactively respond the labor dysramilThe prevailing human
resource practice found unsystematic, traditiomad subjected to create staff

imbalance among work units.

The prevailing common practice of human resoureamquhg in the organization
under study has been found by management judgnidrd. majority of the
respondents (64%) believed that the existing pradailed to address the required

human resource requirement both in competency dequacy.

Though 74% of the respondents believed the presenceffective and well
organized human resource planning practice playaermpount role for the
organizational success, its formal linkage or irdégn with the human resource
policy and the overall strategy of the organizafionnd to be weak. The emphasis
given to the formal and scientific practice of humrasource planning was limited.
It has been practiced traditionally without condiugtjob analysis as it has been

discussed under the literature review.

It was found that the organization under studyussed traditional approach to plan
the human resource requirement which results t@ Imavstandard job description
and specification. This directly revealed on retngint and selection process since
the job requirement did not well defied and spedifat the function of human
resource planning which is against the theorefieahework discussed under the
review of the related literature.
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The competency of the Human Resource Departmemtedforganization under
study was found to some extent limited to undee tdde human resource planning
activity in a well organized and institutionalizednner to respond the current and

future human resource requirement of the orgamaati

According to the majority of the respondents (728@imed that the cause for
employee turn over and absenteeism was relatedhdenae of effective human

resource planning keeping other factors intact.

High employee turn over is found to be the majonlleimges and potential
uncertain factor that hammer back the effectiveéssiman resource planning.

The majority of the respondents believed that thistiag problems related to the

function of human resource planning will be allégthin the near feature. It is also
acknowledged during the interview session withdbecerned management. There
has been an initiative to establish effective aodnd human resource planning

practice in the organization.

4.2. Conclusion

Human resource planning is a systematic and delideiunction of human resource

management used to balance the current and futemeard and supply of human

resource requirement of the organization.

The human resource planning process uncover a S#halysis with in the organization

and out side the organization not only the humatofabut also the job requirement by

undertaking an in-depth job analysis, descriptind specification. It also gives a picture

on how the existing human resource could be utlliaethe maximum potential through

placing at the right positions taking their competein to consideration and forwarding

possible development intervention to upgrade st@ffipetency.
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However, the organization under study was found inot position to benefit its

competitive advantage as a result of the existiagitional approach in carrying out their
human resource planning i.e. management judgmdns Aas created a drawback to
respond the organization’s current and future humemource requirements on timely
bases with the required quality and quantity. Coawigly, the organization

acknowledged the inherent limitation in relationthe existing practice and it could be
the foundation for establishing effective and waiganized system of human resource

planning in the near future.

4.3. Recommendation

Based on the analysis and major findings, attemmatde to forwarded possible strategic
solutions to establish and capitalize effective Anmesource planning practice in the

organization under study. The major recommendaoegound underneath:

» Establishing effective and well organized humarouese planning system is
found as a strategic move for the organization éetnthe dynamism of the labor
environment and successfully attain the desiregetaof the organization. Hence,
the management of the organization under studysadvio take the initiative to
establish and strengthen responsible work unit urtle umbrella of the
organization’s Human Resource Department. The waik shall participate and
centrally facilitate the organization’s human reseu planning in a close

collaboration with every organs of the organizaterentifically.

* Itis found necessary to establish a strong linkafge human resource planning
with the organization’s human resource managemelntyp its strategy and the
missions, vision of the organization at large. Tdoserns every move and actions

flow towards the very existence of the organization
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It is found to be advisable that the managemettebrganization shall train and
develop the concerned work unit staff to strengthezir competency for the
successful execution of the activities of HRP oé thrganization. It is also
advisable to practice human resource training aeweldpment programs for

other organization’s member to uplift their perfamse excellence.
It is commendable that the human resource depattofehe organization shall

undertake action research to realize the reasomdeamployee turn over that

would help the organization to devise a strateggspond accordingly.
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St. Mary’s University College
Faculty of Business
Department of Management

Questionnaire to be Responded by Employees and Depaent Heads.

Dear respondent,

| am prospective Management graduate from St. Nlamyersity College. A result | am

undertaking on a study entitledAfi Assessment of Human Resource Planning in

Hilina Enriched Food Processing Center PLC” as the partial fulfilment of the

requirement for the completion of BA Degree in Mag@aent. The main purpose of this
study is to explain the existing Human Resourceniftey of Hilina Enriched Food

processing Center PLC, which intern, can help gilausible recommendation for its
improvement.

So, your frank and sincere response is highly agged for it will contribute a lot to the
validity of the data to be obtained. There is pedto write your name.

| thank you for your kind cooperation.

Answer each question by putting a tick ma#K'‘in the box in front of a word or phrase
or write in full in its appropriate place providptease!

Part I: Personal Information

a) MaleD b) Feme[:]
A
gil) 20-29[:] b) 30 —[:] c) 40 — 49D d) 50 and abO\{:]

3. Marital Status

a) Married D b) Unmaer c) DivorcD

4. Educational background

a) Below 10/12( ) b)12 comp( ) @omd )  d)BAB[

e) Above BA/ BE[:]

5. Year of service in the organization

a) Less than 1 ye@ b) 1-3 ye[:] c)yeeﬁ"s{:] d) 7-9 yee[:]

e) 10 and abovD



Part Il Work Related Information

1. To what extent is existing Human Resource PlanRiragtice attractive enough to get
employees at the right place and time?

a) To great exten@ b) to some ext c) undecided d) Not at
e) Other please,specify D D a{:]

2. How do you understand the rate of turnover dstateeism?
a) High D b) Average[j c) La{:] |djon’t know D

3) Do you agree that the employee turnover andraédsism encountered is related to the
existing Human Resource Planning system?

a) Very much agrD b) AgD Do)not agree[j d) Don't knoD

4) How do you evaluate the capability of humarmuese department about HRP
practice?

a) Very goo@ b) GOOD C) Average[:] d) Below averaD

5) Do you think the organization manpower planrpnactice fulfills the organization’s
human resource requirement?
a) Yes b) No c) Uncertain

6) To what extent does the policy and procegu]rehe:)brganization meet to HRP of the
organization?
a) To great exteD b) to some extC] ceaitted D d) Not at e[j

7) Do you think each department requests the rediniuman power timely in the HR
department?

a) Ye{:] b) l\{:] Uncertain D
8) Do you think the organization of human reseytanning is well organized?

a) Yes[j b) I\{:] c) Uncert[:]

9) To what extent does the organization acquiresehuired quality and quantity of
staff?

a) To great exte b) to somieieix c) undecide d) Not &t

e) other please, lste]cify D D D

10) Do you think the hired employee exactly mele¢sjob specification?

a) YeD b) ND c) UncertD



11) Do you think this is a challenge faced whie@uting the activity of human resource
planning?

a) Yes(:] b) ND c) Uncert[:] d) 1 don't knO\{:]

12) If the above question is answered “Yes”, cam y@ntion the challenges?

13) Do you think the existing problems of the H&f®vity will continue in the future?
a) Yes[:] b) N C) Uncert[:] d) I don't knO\{:]

14) Do you think the recruitment and selectiorcpica of the organization defines the
organization’s need correctly and timely?

a) Yes[:] b) ND c) Uncert[:]

15) To what extent does a human resource planmitigts contribute to an
organization’s success?
a) To great extev[:] b) to sommme c) undecided d) Not &t {j

16) Do you agree human resource department gleallectraining and employee
development plans as well?

a) Yes[:] b) Nc{:] C) Uncerte{:]

17) To what extent does the company’s HR plannirgir&tegy link?
a)Toagreatexte{ ]  b)Tosomeext( ] c)undecide( ] d)ldon ]

know

18) How do you rate the effectiveness of humaoues® planning in the organization?
a) Very Higl[:] b) Higl[:] lopv D d) very IOV\{:]

19) If you answer the above question low or very Wehat kind adjustment do you think
is needed?

20) Which of the following human resource plannieghnique exists in the
organization?
a) By existing management judng ) bybusing work study techniun]
c) I don’t know ]



Part Il

Interview Guide

What are the challenges of the existing HRP obttganization
What are the available tools to solve the exisHiR)® problem?

On average, how much time will it take to get nempiyee in place for the
leaving one?

What measures have been taken by your departmenptove the existing HRP
problem?

In what ways are you categorizing the staff?

Is the personnel department seriously concernedtdbe future planning of
human resource?

Does the department hire the required personnetre?

Do you think the organization’s current human reseyplanning practice is well
organized, systematic and effective?

Do you agree that of human resource planning isnekelted with the company’s
strategy?
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