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Preface
This edition of Human Resource Planning and Information System is written keeping in

mind the current global HR challenges and the role of Information System. This book has been
designed and developed to have an easy understanding for the students. The author has
maintained its hallmark features – clear writing, cutting edge content and compelling pedagogy.
The book has been divided into 18 chapters with case studies and exhibits from different global
scenario. The book has been written for management students and practicing managers.

Though there exists many books on Human Resource Planning and Information System,
this book has its unique approach and focus. All the concepts have been discussed in detail with
the strategies and its impact. The book also covers case studies and exhibits to enable the reader
think beyond and get a feel of real-life situation.

Chapter 1, covers overview of strategic human resource planning. It gives the reader a bird’s
eyeview of HRP and IS and the need to study it.

Chapter 2, focuses on process of human resource planning and the steps involved in the
process of HRP.

Chapter 3, discusses on strategies to be adapted why doing HRP. In order to achieve the
desired output, an organization should be able to blend HR with organizational strategies. Only if
both are aligned, it would lead to positive results.

Chapter 4, talks about the human resource policies and strategies to be kept in mind while
designing human resource policies.

Chapter 5, discusses redesigning work system, with the help of other functional specialists
to enhance organizations’ work system. The focus during the whole process is to create a work
system which can support frequent technological changes. Secondly, the job design, which is an
integral part of the work system should motivate employees and keep them busy. Work done by
employee as part of their job implies productivity for the organization and constitutes a career for
the employee. The need is mutual and so is the benefit. However, an improper job design can
demoralize the employee. A well designed work system can extract the best out of an employee.

Chapter 6, covers the human resource forecasting which enables the managers to estimate
their human resource needs for the future and identify sources from where these resources can be
obtained applying economic rationality model.

Chapter 7, discusses about recruitment strategies by linking technology. With the increasing
emphasis placed on strategic contribution, competitiveness and cost control, there has been a
greater need to justify the existence of human resource practices, activities and programmes.

Chapter 8, discuss about the need for HR audit and types of audit. Other than this chapter
also discusses the selection process. The real challenge for the modern day organizations is not
just recruiting people, but hiring people who can effectively contribute to the organization’s goals.
The changing business environment calls in for different staffing decisions. Further, there needs
to be an audit mechanism to check the effectiveness.



Chapter 9, covers the role of HR practitioner – process of reviewing department structure
and other HR functions like recruiting and selecting HRP staff.

Chapter 10, discusses the aspect of HRP and the importance of performance management
system. Usage of HR planning tool to increase productivity.

Chapter 11, talks about return on investment in HRP. It discusses about the ways to calculate
ROI. Every organizations do invest, but the investment should be productive which is identified
through ROI.

Chapter 12, Organizations are subject to grow and change and in this process, there is a need
to restructure the system. Redesigning has to be done in a scientific manner. This chapter
discusses the methods and strategies of restructuring the organization.

Chapter 13, discusses about Mergers and Acquisitions and its impact on HRP. Chapter
covers about types of mergers and HR strategies to be adopted.

Chapter 14, discusses about the outsourcing strategies and its impact on HRP. It covers what
to be outsourced and types of outsourcing as well as discuss the best practices of outsourcing.

Chapter 15, covers about the importance of data and information needs for HR managers
and its impact on organization’s growth.

Chapter 16, discusses about the HRIS and its importance. Further, covers the objective of
HRIS.

Chapter 17, covers how to formulate HRIS and how to link with various subsystems.
Chapter 18, discusses about the HRIS mechanism in an organization and the process of

operating it.
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practices, Downsizing – Meaning, Reasons, Layoff – Meaning, Reasons.
Recruitment – Meaning and Factors affecting Recruitment, Ethical Issues in
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Employee Selection Tests – Meaning, Advantages and Limitations.
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3 HRP Practitioner, Aspects of HRP and Evaluation
(a) HRP Practitioner, Aspects of HRP and Evaluation:
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HRP Management Process:
 Establish HRP Department Goals and Objectives
 Creating HRP Department Structure
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 Planning for Needed Resources
 Dealing with Power and Politics – Meaning and Types of Power
HRP as a Tool to Enhance Organisational Productivity
Impact of Globalisation on HRP.
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Return on Investment in HRP – Meaning and Importance.
HRP Evaluation – Meaning, Need, Process, Issues to be considered during HRP
Evaluation.
Selected Strategic Options and HRP Implications: Restructuring and its Impact on
HRP, Mergers and Acquisitions and its Impact on HRP, Outsourcing and its Impact on
HRP.

4 Human Resource Information Systems
(a) Human Resource Information Systems:

Data Information Needs for HR Manager – Contents and Usage of Data.
HRIS – Meaning, Features, Evolution, Objectives, Essentials, Components,
Functions, Steps in designing of HRIS, HRIS Subsystems, Mechanisms of HRIS,
Benefits, Limitations, Barriers in Effective Implementation of HRIS.
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HRIS for HRP
Trends in HRIS
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Overview of Strategic Human Resource
Planning

Chapter
1

Learning Objectives:

After reading this chapter, students should be able to:
 Understand the meaning, features and scope of Strategic Human resource planning
 Determine the scope of Human resource planning
 Explain the approaches to Human resource planning
 Describe the levels of Human resource planning
 Describe the types, tools and activities for Human resource planning
 Explain the requirement for effective Human resource planning.

Introduction
Acquisition of human resources is one of the major tasks in any organization. Today, acquiring a

right person is a challenging task but retaining the person in the organization is the more challenging
one because for a skilled person the industry is open and any organization prefers to possess the right
mix of people in the organization to perform the organizational tasks and improve the productivity and
profitability. The acquisition of human resources involves human resource planning to human resource
development, safety and their career planning and management.

Meaning of Human Resource Planning
Human resource is the most important asset of an organisation. Human resource planning is the

important managerial function. It ensures the right type of people, in the right number, at the right time
and place, who are trained and motivated to do the right kind of work at the right time, there is
generally a shortage of suitable persons.

The enterprise will estimate its manpower requirements and then find out the sources from which
the needs will be met. If the required manpower is not available, then the work will suffer. Developing
countries are suffering from a shortage of trained managers. Job opportunities are available in these
countries but properly trained personnel are not available. These countries try to import trained skill
from other countries.

In order to cope with human resource requirements, an enterprise will have to plan in advance its
needs and the sources. The terms human resource planning and manpower planning are generally used
interchangeably. Human resource planning is not a substitute for manpower planning. Rather the latter
is a part of the former i.e., manpower planning is integrated with human resource planning.
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Definitions of Human Resource Planning
Important definitions of human resource planning are discussed here to understand the concept in

the right perspective:
According to E.W. Vetter, human resource planning is “the process by which a management

determines how an organisation should make from its current manpower position to its desired
manpower position.

Through planning a management strives to have the right number and the right kind of people at
the right places, at the right time to do things which result in both the organisation and the individual
receiving the maximum long range benefit.”

Dale S. Beach has defined it as “a process of determining and assuring that the organisation will
have an adequate number of qualified persons available at the proper times, performing jobs which
meet the needs of the enterprise and which provide satisfaction for the individuals involved.”

In the words of Leon C. Megginson, human resource planning is “an integration approach to
performing the planning aspects of the personnel function in order to have a sufficient supply of
adequately developed and motivated people to perform the duties and tasks required to meet
organisational objectives and satisfy the individual’s needs and goals of organisational members.”

On the analysis of above definitions, human resource planning may be viewed as foreseeing the
human resource requirements of an organisation and the future supply of human resources and making
necessary adjustments between these two and organisation plans, and foreseeing the possibility of
developing the supply of human resources in order to match it with the requirements by introducing
necessary changes in the functions of human resource management.

Here, human resource means skill, knowledge, values, ability, commitment, motivation etc., in
addition to the number of employees. Though accomplishment of organisational objectives and goals
is the primary concern of the human resource planning, concern for the aspirations of the people and
their well-being has equal importance in it. In fact, the human resource planning must result in
humanisation of work environment.

Features of Human Resource Planning
From the study of various definitions, the following features of human resource planning can be

derived:
1. Well-Defined Objectives: Enterprise’s objectives and goals in its strategic planning and

operating planning may form the objectives of human resource planning. Human resource
needs are planned on the basis of company’s goals. Besides, human resource planning has
its own objectives like developing human resources, updating technical expertise, career
planning of individual executives and people, ensuring better commitment of people and so
on.

2. Determining Human Resource Needs: Human resource plan must incorporate the human
resource needs of the enterprise. The thinking will have to be done in advance so that the
persons are available at a time when they are required. For this purpose, an enterprise will
have to undertake recruiting, selecting and training process also.

3. Keeping Manpower Inventory: It includes the inventory of present manpower in the
organisation. The executive should know the persons who will be available to him for
undertaking higher responsibilities in near future.
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4. Adjusting Demand and Supply: Manpower needs have to be planned well in advance as
suitable persons are available in future. If sufficient persons will not be available in future,
then efforts should be made to start recruitment process well in advance. The demand and
supply of personnel should be planned in advance.

5. Creating Proper Work Environment: Besides estimating and employing personnel,
human resource planning also ensures that working conditions are created. Employees
should like to work in the organisation and they should get proper job satisfaction.

Scope of Human Resource Planning
1. To make the list of current manpower.
2. To check how much current manpower is being utilized.
3. To find out how much manpower is required.
4. To make manpower procurement plans.
5. To make the training programmes.

Objectives of Human Resource Planning
The following are the major objectives of Human Resource Planning in an organization:
(i) To ensure optimum use of Human Resources currently employed;

(ii) To avoid balances in the distribution and allocation of Human Resources;
(iii) To assess or forecast future skill requirements of the organisation’s overall objectives;
(iv) To provide control measures to ensure availability of necessary resources when required;
(v) To control the cost aspect of Human Resources;

(vi) To formulate transfer and promotion policies.
Therefore, we can say that the basic idea of the function of Human Resource Planning is to

coordinate the requirements for & the availability of different types of employees.

Importance of Human Resource Planning
Human Resource Planning is considered as the way by which management can overcome

problems relating to Human Resources by identifying the future requirements of Human Resources of
an organization and the estimates of Human Resource supply. Organizations can ensure the smooth
functioning through placing the right individual at the right time at the right job. Human Resource
Planning is important as it helps to determine future personnel needs. Surplus or deficiency in
manpower strength is the result of the absence of an effective planning mechanism working in an
organisation. The following are the significances of Human Resource Management:

1. Forcing Top Management to involve in HRM: An ideal HRP forces top management to
get involved actively in overall HRP functions. Earlier, HRP was neglected by most
organization after laying down the structure. Always HRP should be linked with strategic
planning and which is possible provided there is top managements involvement.

2. Coping with Change: Human Resource Planning enables an enterprise to cope with
changes in competitive Human Resource marketplace, technology and government
regulations. Such Changes generate changes in job content, skill demands and number and
type of personnel.
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3. Providing a base for developing talents: Jobs are becoming highly intellectual all over the
world and individuals are getting vastly professionalized. The Human Resource manager
must use his Skill to attract and retain qualified personnel within the organisation.

4. Protection of weaker sections of society: In employment sector sufficient representation
needs to be given to SC/ST candidates, physically handicapped and backward class citizens.
A well-conceived personnel planning Programme would protect the interests of such groups.

5. Resistance to change: There is a chance of increasing resistance among employees to
change. There is also a growing emphasis on self-evolution of loyalty and dedication to the
Organisation. A sound Human Resource management can predict the possible resistance
from employees and develop suitable strategies for Human Resource development.

Approaches to Human Resource Planning (HRP)
Now we know that human resource planning is not just limited to people planning process but is

much wider in scope. The effectiveness of HRP largely depends on how well the existing manpower is
utilized and future needs are met. As a concept, HRP rests on two notions – integration and analysis.
Integration considers balancing organizational needs with the needs of employees and society at large.
Benefits associated with effective HRP include: a. identification of sources of manpower which are
likely to provide sufficient number of employees having the appropriate levels of knowledge, skills,
and work attitudes, b. development of a system for providing a suitable worker-job-fit, c. Capability of
integrating important elements of manpower planning into the overall corporate planning system in the
organization. Approach to HRP is presented in the figure.

(a) Need forecasting
Analysis of external conditions

 Economic, social, and political factors
 Government and legislation
 Population and workforce
 Markets and competition
 Technology

Future HR requirements
 Organization and job design
 Plans and budgets
 Management policies/philosophy
 Technology and systems
 Affirmative action plans

Future HR availability
 Current Inventory of talent
 Known wastages
 Forecasted movement
 Effects of past HR programmes

Forecast of HR needs
 Immediate and long-term needs
 External hiring needs
 Reduction and reallocations
 Improved utilization and development
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(b) Programme Planning

Performance Management
 Organization

— Activities
— Relationships
— Responsibilities
— Standards
— Quality of work life

 Performance appraisal
— Performance plans and goals
— Coaching
— Evaluation

 Reward Structure
— Compensation
— Benefits

Career Management
 Policies and systems

— Recruitment
— Selection and placement
— Promotion and transfer
— Training and development
— Termination/retirement

 Career Opportunities
— Job requirements
— Career paths
— Career communication

 Management Succession
— Individual assessment
— Position requirements
— Replacement charting
— Succession planning

 Individual career planning
— Self analysis
— Personal career plans
— Development action plans

Need Forecasting
It is observed that today, people costs are ranked at the top among all the other costs. This

demands a careful forecasting by considering all the levels in an organization and functions performed
in the organization.

Advance Planning
To improve the objectivity of staffing plans, companies are also including HRP at an earlier stage

in the planning cycle. Human resource needs must be considered in the context of long range strategic
planning.

Work Analysis
Work analysis enables an organization to have a better control on staffing and hence is an

important task in HRP.

HRIS
With the advancement in technology, organizations today possess sophisticated information

systems like Enterprise Resource Planning Systems, specialized HR systems etc. to generate the
various data and analysis.
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Performance Measurement and Management
To achieve performance through employees, the organization must consider them as asset and

they must be treated with attention so that the employees become productive. Gone are the days where
an employee was given a single task. Today’s business environment demands people having multi
skills so that they can be placed as per the need of the hour. Hence individual motivation, job design,
job structure, individual competence, and appropriateness of performance goals and standards of
measurement are considered important and are more directly and easily controllable. The basis of
assessment is also changing. The trend is towards more specific job-related appraisal rather than
global assessment of personality traits. It is necessary to develop simple performance planning and
appraisal system to overcome the difficulties. Today many organizations bring the employees into this
process by and are asked to prepare their own plans and past performance reviews in advance of
discussion with their managers.

Changing Work Life
Flexible jobs and flexible time has opened the doors to more open communication in an

organization. This has enabled the people to add better value and innovations in the business functions.
Organizations compensate these added values in the form of rewards into the job designs, and
compensation incentives more meaningful to employees.

Career Management
Companies are also giving more attention to employee careers. The high attrition rate forces an

organization to plan to retain the employees by planning their career. Career development has come to
the sharper focus of human resource planning. Retention and improved utilization of talents are
receiving greater emphasis in many organizations than external recruitment. Hence,the HR department
pays lot of attention to the process of human resource selection, appraisal, individual counselling,
career planning, and innovative training and development programmes.

Management Development
This is a challenging task as the organization has to possess a second line of people at all levels in

the organization. Companies are also focusing on a talent pool rather than an individual backup for
key positions. This allows greater flexibility in planning developmental assignments across
organizational functional lines.

Individual Career Planning
Drops of water make the ocean. Similarly, each individual contributes in the process of

organizational growth. The challenge for HRP is to develop each person's talents fully and match them
to the opportunities that best fit the organizational needs.

Careers and Retirement
Companies are providing special counselling and more flexible work/retirement options to

employees facing retirement or career changes. Moreover, the trend is towards planning and providing
resources to the employees for their career development.

HRP experts should analyse and implement an effective HR planning, which would create impact
on strategic and administrative roles. Strategic role includes: formulating HR strategies and managing
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relationships with managers. Administrative Role includes Managing the organizational resources and
Employees' welfare activities. Specialized role involves collecting and analyzing data, designing and
applying forecasting systems and managing career development. However, one should understand that
there is no clear cut line which differentiates each role. The roles are a combination of the different
roles mentioned. The strategic roles are crucial to the HR professional's effectiveness. These skills are
unfamiliar and are difficult to develop when compared to administrative skills. The administrative
aspects of the work are represented in managing the staff function of HRP and in managing employee
welfare activities. These aspects are often seen as supplementary to other aspects and demand a lot of
attention. The remaining three roles represent specialized functions performed. The role-mix changes
as per the business requirements and changing business environment. HRP is a process of anticipating
needs for change in an organization and of monitoring responses to these needs.

The capacity of an organization to achieve its strategic objectives is enhanced by human
resources by understanding the following three elements and integrating them in the work process.

(a) Cost economics: include sales and net earnings per employee, compensation and benefit
cost as a percentage of total cost and expenses, employee replacement costs including
recruitment and training, legal and regulatory expenses, labour relations, costs etc.

(b) Capacity to operate effectively: needs technical complexity and specialization required,
stability and motivation of workforce employed, employee comprehension related to job
requirements, organizational effectiveness, and managerial style and philosophy etc.

(c) Capacity to undertake new ventures: this comprises capacity to take up new enterprises
and changed operations, untapped/undeveloped potential of human resources, depth of
management resources, adaptability to change, competitiveness or talent.

Cost factor may include cost of financial capital and the cost of materials. Costs of capital,
equipment, and materials are difficult to control due to inflation and their scarcity. Accordingly,
control over compensation and benefits, and staffing mix are important focal points of management
attention. Along with quantitative factors, one also has to consider the qualitative aspect of cost.

HR Planning at Different Levels
HRP may be made at different levels and for different purposes. National planners may make an

HR plan at the national level whereas a company may make an HR plan at the unit level.
1. HRP at National Level: HRP at the national level helps to plan for educational facilities,

health care facilities, agricultural and industrial development, and employment plans etc.
The government of the country plans for human resources at the national level. National
plans for HR forecast the demand and supply of human resources at the national level. It
also plans for occupational distribution, sectoral and regional allocation of human resources.

2. HRP at the Sectoral Level: HRP at the sectoral level helps to plan for a particular sector
like agriculture, industry etc. It helps the government to allocate its resources to the various
sectors depending upon the priority accorded to the particular sector.

3. HRP at the Industry Level: HRP at the industry level takes into account the
output/operational level of that particular industry when manpower needs are considered.

4. HRP at the Unit Level: HRP Planning at the company level is based on the estimation of
human resource needs of the particular company in question. It is based on the business plan
of the company. A manpower plan helps to avoid the sudden disruption of the company’s
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production since it indicates shortages of particular types of personnel, if any, in advance,
thus enabling the management to adopt suitable strategies to cope with the situation.

5. HRP at the Departmental Level: HRP at the departmental level looks at the manpower
needs of a particular department in an organisation.

Types of HRP
There are two types of Human Resource Planning (HRP).
 Hard Human Resource Planning.
 Soft Human Resource Planning.

HRP based on quantitative analysis in order to ensure that the right numbers of the right sort of
people are available when needed is called Hard Human Resource Planning. HRP concerned with
ensuring the availability of people with the right type of attitudes and motivation and commitment to
the organization is called Soft Human Resource Planning.

Marchington and Wilkinson (1996) describe that “Soft Human Resource Planning is more
explicitly focused on creating and shaping the culture of the organization so that there is a clear
integration in between corporate goals and employees values, beliefs and behaviours”. They also
observe that “the soft version becomes virtually synonymous with the whole subject of Human
Resource Management”.

Tools in HRP

Demand Forecasting
Demand forecasting is the process of estimating the future quantity and quality of manpower

requirement. Knowledge of the present situation on manpower requirement is essential if a satisfactory
forecast is to be made. The basis of the manpower forecast should be the annual budget and long-term
corporate plan, translated into activity levels for each function and department. In a manufacturing
company, the sales budget would be translated into a manufacturing plan, giving the numbers and
types of products to be made in each period.

From this information the number of man-hours, by skill categories, to set the target for
production, would start from the production plan setting out a programme for installing new
machinery. In an insurance company, forecasts of new business would be translated into the number of
proposals that would have to be processed by the underwriting department. In a mail order company,
forecasts would be made of the number of orders that are to be processed, assembled and despatched.
It will not be unusual if the manager has to identify requirements without a clear knowledge of
corporate objectives because either they are not explicitly stated or he has not been informed of them.

Detailed performance targets or objectives must be agreed for each level of management in the
company, covering all facets of its operation. At each stage of preparing the long range business plan,
the company must take into account the available resources of men, materials, money and machine.
The constraints which each of these impose would set limits to what it can realistically hope to achieve.
The planning data would refer to expected changes in productivity or manpower levels arising from
changes in working methods or procedures. These could be set out as a crude percentage increase in
productivity which could be used to adjust the required man hours for a given level of output or they
might give specific instances of cases wherein the manning for a machine, a production line, clerical
section or a sales office is to be increased or decreased.
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Timescale of Forecasts
While forecasting manpower requirement, it is important for a manager or a planner to consider

the timescale for which forecasts are made. This will largely depend on the nature of the decision to be
effected for shorter term forecasting, budgeting; the need to prepare expenditure targets up to two
years ahead is important to consider for the purpose of a medium and long range forecast, that is,
between two to seven years which opens up the ‘possibility’ of greater changes resulting from new
manpower policies such as decisions to make greater use of apprenticeships or graduate entrants. A
few organisations attempt forecasting beyond seven years, this period would make it possible to think
in terms of changing the entire structure and quality of labour force.

Although such a long period scale is frightening, it is the one against which decisions for major
changes in, say, managerial manpower have to be made.

Activities Required for Human Resource Planning
Preparing an inventory of present manpower

An inventory is prepared which contains the present number of employees, their qualifications,
technical qualification, technical abilities, skills, and other information such as preferred location, etc.

Forecasting future demands for employees
By studying the present human resources, gap in competencies and number of people are

identified and future requirement of the organization is generated. This activity is termed as
forecasting. Forecasting of human resources is based on future growth plans and the future
organization structure of the organization. Care is taken to take understand the competencies required
for future and the projections are made on the basis of numbers as well as competencies required.
Forecasting of human resources is done with quantitative as well as qualitative methods.

Identifying the human resources requirement
On completion of the two activities, actual requirement of human resources is generated in

numbers as well as, specifications.

Fulfilling the human resources requirements
These human resources plans are used to initiate the process of recruitment.

Requirements for Effective HR Planning
The main objective of having human resource planning is to have an accurate number of

employees required, with matching skill requirements to accomplish organisational goals.
In other words, the objectives of human resource planning are to:
1. Ensure adequate supply of manpower as and when required.
2. Ensure proper use of existing human resources in the organisation.
3. Forecast future requirements of human resources with different levels of skills.
4. Assess surplus or shortage, if any, of human resources available over a specified period of

time.
5. Anticipate the impact of technology on jobs and requirements for human resources.
6. Control the human resources already deployed in the organisation.
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7. Provide lead time available to select and train the required additional human resource over a
specified time period.

According to Sikula “the ultimate purpose/objective of human resource planning is to relate
future human resources to future enterprise need so as to maximise the future return on
investment in human resources”.

HR Programs
There are many HR programs of which few are discussed below.
1. Payroll module: The payroll module automates the pay process by gathering data on

employee time and attendance, calculating various deductions and taxes, and generating
periodic pay cheques and employee tax reports. Data is generally fed from the human
resources and time keeping modules to calculate automatic deposit and manual cheque
writing capabilities. This module can encompass all employee-related transactions as well as
integrate with existing financial management systems.

2. Time and attendance module: The time and attendance module gathers standardized time
and work related efforts. The most advanced modules provide broad flexibility in data
collection methods, labour distribution capabilities and data analysis features. Cost analysis
and efficiency metrics are the primary functions.

3. Benefits administration module: The benefits administration module provides a system for
organizations to administer and track employee participation in benefits programs. These
typically encompass insurance, compensation, profit sharing and retirement.

4. HR management module: The HR management module is a component covering many
other HR aspects from application to retirement. The system records basic demographic and
address data, selection, training and development, capabilities and skills management,
compensation planning records and other related activities. Leading edge systems provide
the ability to “read” applications and enter relevant data to applicable database fields, notify
employers and provide position management and position control. Human resource
management function involves the recruitment, placement, evaluation, compensation and
development of the employees of an organization. Initially, businesses used computer-based
information systems to:
 produce pay checks and payroll reports;
 maintain personnel records;
 pursue talent management.
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Summary
Human resources planning is the important managerial function. It ensures the right type of

people, in the right number, at the right time and place, who are trained and motivated to do the right
kind of work at the right time, there is generally a shortage of suitable persons.
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Features of human resource planning: Well-Defined Objectives, Determining Human Resource
Reeds, Keeping Manpower Inventory, Adjusting Demand and Supply, Creating Proper Work
Environment.

As a concept, HRP rests on two notions – integration and analysis. Integration considers
balancing organizational needs with the needs of employees and society at large. Benefits associated
with effective HRP include: a. identification of sources of manpower which are likely to provide
sufficient number of employees having the appropriate levels of knowledge, skills, and work attitudes,
b. the development of a system for providing a suitable worker-job-fit, c. Capability of integrating
important elements of manpower planning into the overall corporate planning system in the
organization.

Types of Human Resource Planning (HRP) are: Hard Human Resource Planning and Soft Human
Resource Planning.

Tools in HRP are: Demand Forecasting, Timescale of Forecasts
Activities required for Human Resources Planning are: Preparing an inventory of present

manpower, Forecasting future demands for employees, Identifying the human resources requirement,
Fulfilling the human resources requirements.

Questions
1. What is human resources planning?
2. What are the important features of human resources planning?
3. Explain the approaches of human resources planning.
4. Give a brief note on activities for human resources planning.
5. Explain the important tools used in human resources planning.
6. What are the types of human resources planning?

Case Study

Diva Skin Clinic CASE
Diva Skin Clinic was founded by Dr. Mourya who is a dermatologist. Dr. Mourya, who hails

from an industrial and entrepreneurial family, identified skin clinics as an emerging opportunity for
business. He has seen the success of leading chains such as 'Kaya', which has ventured into beauty and
skin clinics across the country. Kaya, which started with two clinics, four years ago, has now grown to
over 100 clinics across India. Dr. Mourya engaged a reputed consultant to do a study on the business
potential of skin and wellness products in the country. The consultant, after an extensive study, came
back with the feedback that this business could clock in about 25,000 crore in a decade. In the report,
the consultant suggested separation of the skin and wellness aspects, as combining the two was leading
to confusion in brand equity in the minds of potential customers. Armed with this feedback, Dr.
Mourya decided to start the 'Diva' Skin Clinic chain, as he wanted the brand to project the image of a
confident and modern woman, who is self-conscious and strives to look good. For commencing the
operations, Dr. Mourya hired a core team comprising a CEO and heads of HR, finance, branding, and
administration to prepare a blueprint for rolling out the chain of clinics. Dr. Mourya, in his brief to the
core team, stated that he believed in having a structured and professional interaction with them, and
would like to give them the freedom to formulate business plans. However, the team must seek his
approval before executing plans. The HR head, Mr. Satish, had a series of discussions with the core
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team, about the quality and quantity of manpower that could support them in building the brand. The
core team suggested the following to Mr. Satish:

 Recruit the best dermatologists from across the city.
 Hire excellent paramedical staff.
 Encourage and support staff who strive to ensure service excellence.

Questions
1. Analyse whether Dr. Mourya has a structured and professional approach towards HRM at

Diva.
2. Discuss and suggest the approach to be taken by Mr. Satish to place the HRM practices in

the organization on a firm footing.
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