
The first part of this two-part chapter can be seen as ‘macro’ in that it analyses
the organisational-level requirements for human resources in terms of numbers
and skills. This will give us ways to ensure that each group of employees is
correctly resourced at a given time, to meet the business plan. The future is
always uncertain, but without a plan we are left merely reacting to events. The
second part is more at the ‘micro’ level – seeing how individuals fit into the plan,
and also what plans they should have for themselves. 

The chapter concludes with the main case study.

Reference sources named within the chapter may be looked up in the References
and further reading section at the end of the book.
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1 the resourcing strategy

Organisations always have a choice of whether to plan for the future or whether
to be agile, responsive and opportunistic based on the needs of the moment.
There are risks in both approaches. The former can result in masses of analysis
and lengthy papers which soon become out of date and in practice may not be
used. If we do no planning, we risk being short of our most essential resource,
people, and incurring expensive ad hoc recruitment or temporary staffing that
eats into our budgets. The strategically minded HR professional will, however,
want to look ahead and be prepared – both to meet the demands of the business
plan and for emergencies should they arise.

There is also overwhelming evidence that companies that plan for continuity
achieve more sustainable results and growth. Collins and Porras (1994), in a
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The holding company of a series of retail 
brands left the operational side firmly in the 
hands of the local management of each 
subsidiary. However, the staff functions, such 
as Finance and HR, were strongly co­
ordinated from the centre. The company 
made two or three acquisitions per year, and 
in addition its revenues grew organically at 
about 6% per year. 

The Finance Director became increasingly 
concerned, despite having good 
compensation packages, that the company 

was constantly losing professional finance 
people. There were about 120 such positions 
across the Group and about 20 left each year. 
He often had to resort to interim 
appointments, because recruitment was a 
long process. 

Questions for discussion 

You are a consultant called in to help him 
solve this problem. What kind of questions 
would you ask? 
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Make an initial reading of the case study to gain an overview of the situation, and then read 
the questions that you will need to address. Now read the case study again, making notes of 
issues and facts that will help you in your analysis and responses to the questions. Remember 
to ‘read between the lines’ as well as picking out the obvious points, and also to consider what 
is not said as well as what is presented here. 

The Limassol Manufacturing Company is organisation is indicated by the 
based in Cyprus and produces technical organisational chart (see Figure 17). In 
equipment for the wine industry. It employs addition you have got an overview of the 
4,000 people. The structure of this talent pool (see Table 17). 

Table 17 Talent pool: Limassol Manufacturing Company 

Potential Potential Potential Potential 

Department and group 

Level 
below 

VP 
Total 

number 

A ready 
for move 

now 

A not yet 
ready for 

move 

B ready 
for move 

now 

B not yet 
ready for 

move 

Potential 
C and/ 

or D 

Manufacturing 
Production managers 1 7 0 0 1 1 5 
Senior staff roles 1 4 0 0 0 0 4 
Supervisors 2 20 1 0 2 1 16 

Purchasing 
Senior purchasing officers 1 4 0 0 1 0 3 
Junior purchasing officers 2 6 0 0 0 0 6 

Sales and marketing 
Regional sales managers 1 4 1 0 1 0 2 
Area sales managers 2 12 0 0 1 1 10 
Marketing managers 1 3 1 0 0 1 1 
Marketing officers 2 1 0 1 0 3 

Finance and IT 
Finance/IT managers 1 6 0 0 1 0 5 
Accountants etc 2 19 2 2 2 1 3 
IT team leaders 2 6 0 0 1 0 5 

Human resources 
Senior HR managers 1 3 0 0 0 0 3 
HR officers 2 7 0 0 0 0 7 

Comms and government 
Communications officers 1 3 0 0 0 1 2 

Technology 
Technology managers 1 4 0 0 1 0 3 
Team leaders 2 8 1 0 0 1 6 
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CEO 

VP 
Special 
projects 

VP 
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Technology 

VP 
Manufacturing 
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Human 

resources 

VP 
Finance 
and IT 

VP 
Comms and 
government 

Communications 
officers 

Finance 
managers 

Senior 
HR officers 

Support 
managers 

Production 
managers 

Technology 
managers 

Supervisors 

Regional sales 
managers, 
Marketing 
managers 

Area sales 
managers, 
Marketing 
managers 

Figure 17 Organisation chart: Limassol Manufacturing Company 

3	 How would you prepare Mr O for VP 
Purchasing? 

4	 What would you do about succession to VP 
Communications and Government? 

5	 What do you conclude from examining the 
‘talent pool’? What actions would you place 
on the HR Director? 

Your task 

You are the Organisation and Manpower 
Planning Committee reviewing the attached 
succession plan (see Table 18). Consider the 
following issues: 

1	 What actions would you take if the VP for 
Finances and IT resigned? 

2	 How would you prepare Mr N for the 
position of VP Technology? 

Team 
leaders 

Junior
 
HR officers
 

IT team 
leaders 

Accountants 
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