Human Resource Planning
Forecasting Future HR Needs

There is little specific literature on the methods used to translate the strategic objectives of the organisation and environmental influences into qualitative or soft human resource goals. In general terms, they can be summed up as the use of managerial judgement. Brainstorming, combined with the use of structured checklists or matrices, can encourage a more thorough analysis. 

· Undertaken by the use of management judgment
· Techniques that can help 
· Brainstorming
· use of structured checklists
· corporate planning literature
· HR implications checklist
· HR scorecard
· Scenarios

Demand Forecasting

There is far more literature in the more traditional area of forecasting employee number demand based on the organisation’s strategic objectives. Both objective and subjective approaches can be employed. Objective methods include statistical and work study approaches. 

It is often accepted that since the development of standards and the grouping of tasks is partly dependent on human judgment, it could be considered as a subjective method. 

The most common subjective method (simple methods) of demand forecasting is managerial judgment (sometimes referred to as managerial opinion or the inductive method), and this can also include the judgments of other operational and technical staff, as well as all levels of managers. 

Range of Methods to Change Employee Utilisation

Any changes in utilisation that affect human resource demand will need to be planned. Some changes will result in a sudden difference in the tasks that employees do and the numbers needed; others will result in a gradual movement over time. Other plans may involve the distribution of hours worked, for example the use of annual hours contracts; or the use of functional flexibility where employees develop and use a wider range of skills. 

There are implications for communications plans as the employees involved will need to be consulted about the changes and be prepared and trained for what will happen. There will be interconnections with supply plans here: for example, if fewer employees will be needed, what criteria will be used to determine who should be made redundant and who should be redeployed and retrained, and in which areas? 
Once all alternatives have been considered and feasible solutions decided, specific action plans can be designed covering all appropriate areas of HRM activity. 

· Introducing new materials or equipment, especially technology
· Introducing changes in work organisation
· Organisation development
· Introducing changes in organisational structure
· Introducing productivity schemes
· Encouraging greater staff flexibility
· Altering times and periods of work
· Training and appraisal of staff
· Developing managers and use of performance management

Forecasting Employee Supply

Forecasting employee supply is concerned with predicting how the current supply of employees will change, primarily how many will leave, be internally promoted or transferred. These changes are forecast by analysing what has happened in the past, in terms of staff retention and /or movement, and projecting this into the future to see what would happen if the same trends continued. 

Employee Supply Analysis

To gain an overview of current supply the following factors may be analysed either singly or in combination: number of employees classified by function, department, occupation job title, skills, qualifications, training, age, length of service, performance appraisal results.   

Most Popular Forms of Analysing Staff Leaving the Business

Analyses fall broadly into two categories: analyses of staff leaving, and analyses of internal movements. The following calculations are the most popular forms of analysing staff leaving the organisation. 

Annual labour turnover index
The annual labour turnover index is sometimes called the percentage wastage rate, or the conventional turnover index. This is the simplest formula for wastage and looks at the number of staff leaving during the year as a percentage of the total number employed who could have left. 
· Provides only limited information
· Does not take into account the length of service


Stability index
The stability index is based on the number of staff who could have stayed through- out the period. Usually, staff with a full year’s service are expressed as a percentage of staff in post one year ago. 
· This ignores those who join the business throughout the year and takes little account of length of service



Cohort analysis
A cohort is defined as a homogeneous group of people. Cohort analysis tracks what happens as some people leave a group of people with very similar characteristics who all joined the organisation at the same time. Graduates are an appropriate group for this type of analysis. 
· Tracks what happens as some people leave a specified cohort, e.g. graduate intake
· Can be plotted on a graph as a survival curve
· Cannot be used for groups other than the specific group for which it was prepared
· Information has to be collected over a long period of time

Half-life
The half-life is a figure expressing the time taken for half the cohort to leave the organisation. The figure does not give as much information as a survival curve, but it is useful as a summary and as a method of comparing different groups. 
· Is a Figure expressing the time taken for half the cohort to leave the organisation
· Useful summary 
· Useful method of comparing different groups

Census method
The census method is an analysis of leavers over a reasonably short period of time – often over a year. The length of completed service of leavers is summarised by using a histogram, 
· An analysis of leavers over a reasonably short period of time – often 12 months
· The length of completed service of leavers is summarised in a graph format


Retention profile

Staff retained, that is those who remain with the organisation, are allocated to groups depending on the year they joined. The number in each year group is translated into a percentage of the total number of individuals who joined during that year. 
· Staff who remain with the business are allocated to groups depending on the year of joining
· Each year group then calculated as percentage of the total number of staff who joined in that year

Analysing Internal Movements
Age and length of service distributions can be helpful to indicate an overall pattern of problems that may arise in the future, such as promotion blocks. They need to be used in conjunction with an analysis of previous promotion patterns in the organisation. 

An alternative is a stocks and flows analysis of the whole organisation or a part of it, such as a department. The model is constructed to show the hierarchy of positions and the numbers employed in each. Numbers moving between positions, and in and out of the organisation over any time-period, can be displayed.
· Age and length of service distributions
· Stocks and flows analysis
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