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ABSTRACT:

In the post-globalization scenario, personnel management has been replaced by a hybrid of human resource management (HRM) and human capital
management (HCM). Since that time, HRP has grown very significant in terms of organizational growth. The idea that people are an organization's most
valuable strategic resource forms the foundation of most of HRP. In most cases, it involves matching resources to business demands. Additionally, it
addresses the requirement for both quality and quantity in human resources. For the purpose of increasing organizational effectiveness, HRP also
addresses more general concerns relating to employee employment and development. Therefore, it is essential that HRP be examined analytically in order
to have a fair understanding.
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INTRODUCTION

Every company needs a variety of resources to thrive and prosper. The importance of technical resources, financial resources, and human
resources is among them. Of these three, human resources (HR) plays the most crucial function because it is HR that will decide an
organization's potential in terms of production, marketing, and growth.

Definition of Human Resource Planning

HRP is a method used to identify, determine, and plan the human resources that a company requires to satisfy both its immediate and long-term
demands. Human resource planning (HRP) is described by Bulla and Scoh as "the process for ensuring that an organization's human resources
requirements are recognized and plans are established for achieving those requirements."

Planning for human resources is founded on the idea that a company's most valuable strategic resource is its people. In general, it is concerned
with matching appropriate resources—both in terms of number and quality—to company demands, both in the near term and the long term. The
fundamental concerns "how many people” and “what sort of people" are also addressed. People ResourcesPlanning for human resources
addresses the more important questions of how to employ and develop people in order to increase an organization's effectiveness. As a result, it
is crucial to strategic human resource management.

Planning for human resources as part of business planning

Planning for human resources (HRP) is an essential component of business planning. The changes protected in the scope and the kinds of
operations performed by the company will be defined by the strategic planning process. It will identify the fundamental skills that the
organization needs to succeed.

Human resource planning analyses strategic company strategies in terms of employee needs to the extent that they are specified. It may,
however, have an impact on the company strategy by bringing attention to the best practices for employing and developing people in order to
meet organizational objectives. Additionally, it will draw attention to any issues that may need to be resolved in order to guarantee that the
appropriate individuals are accessible and qualified to contribute as required. Quinn Mills makes the following observation in this regard:
"Human Resource Planning is a decision-making process that involves three critical functions.

Finding and hiring the appropriate quantity of people with the necessary abilities.motivating them to put out their best effort.establishing
dynamic relationships between organizational goals and human resources planning operations.“Human resource planning may have to rely more
on generating broad assumptions about the requirement for people in the future based on some type of scenario planning in cases where a
defined business strategy does not exist.
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Types of HRP

. Human Resource Planning comes in two flavour (HRP).
e There are two types of human resource planning: hard and soft.

Hard human resource planning (HRP) is the process of using quantitative analysis to make sure that the proper kind and quantity of people are
accessible when needed. Soft HRP refers to HRP that is concerned with assuring the availability of individuals with the appropriate kind of
attitudes, motivation, and dedication to the organization."Soft HRP is more clearly focused on building and influencing the culture of the
business so that there is a clear connection between corporate goals and workers' values, attitudes, and behaviours," state Marchington and
Wilkinson . Additionally, they point out that "the soft version practically becomes synonymous with the entire issue of human resource
management.”

Planning for human resources vs planning for manpower

While manpower planning is focused on the more conventional quantitative methods that were popular in earlier times, human resource planning
primarily addresses larger concerns about the employment of people. Such approaches, according to Liff , result from a logical top-down
planning perspective in which long-term assessments of supply and demand are made using tried-and-true quantitative procedures. She also
notes that there has been a change away from matching the quantity of people with secure, predictable occupations to a focus on skills, their
development, and deployment.

Stages of HRP:

e The HRP consists of the three steps listed below.

e Future human resource demand forecasting and human resource availability forecasting (Supply Forecasting)

e  Plans that adapt to supply and demand.
According to Casson , "Conventional knowledge portrays Human Resource Planning (HRP) as an all-encompassing policy making activity
providing on a rolling basis, exact projections utilising technically complex and highly integrated planning systems."He also contends that it
should be viewed as two distinct activities: first, a routine monitoring activity that allows for better understanding, assessment, and control of
Human Resource stocks and flows and their relationship to business needs; second, an investigative activity that allows for exploration of the
Human Resource implications of specific problems and changing circumstances; and third, a base from which to respond to unforeseen events.
The phoney accuracy of defined staffing level planning, he continues, "has little value when reconciled with the complicated and ever shifting
nature of manpower, the company, and the external environment." The idea of HRP fails because it is impossible to accurately foresee the
impact of external events without substantially limiting the ability to generate these estimations. According to Heller, “there is a risk that rational
expectation turns into silly statistics and their validity rests on vast, loose assumptions"
The focus of current human resource planning (HRP) is likely to be on the abilities that will be required in the future. It could give a general idea
of the numbers needed in the long run. However, there are times when it may be viable to develop short-term projections when activity leads and
skill requirements may be predicted with an acceptable level of precision. Rather than being based on precise supply and demand estimates, such
predictions are frequently based on general scenarios.

THE HRP'S ORGANIZATIONAL CONTEXT

Within the framework of the organization, HRP takes place. According to Michael Arm Strong, "the amount to which management reorganizes
that success depends on forecasting future people requirements and implementing plans to supply those requirements, the method will be
dependent on the extent to which it is employed" (2018). The degree to which precise projections can be made will also have an impact on the
strategy. Organizations operating in challenging conditions where it is hard to forecast future activity levels may rely on ad hoc and short-term
measures to attract and retain employees. However, even these companies could profit from the parts of human resource planning that deal with
strategies for luring and keeping essential employees.

Aims of HRP

There are five goals for human resource planning (HRP), which are listed below:
1. Attracting and keeping the necessary number of individuals with the necessary expertise, skills, and competencies.
2. Foreseeing issues caused by conceivable population surpluses or shortages
3. Creating a workforce that is adaptable and well-trained to help the company adapt to a changing and uncertain environment.
4.Modifying employee development and retention tactics to reduce reliance on external hiring when vital talents are in short supply.
5.Increasing the use of people by implementing more adaptable work processes.

Objective of the study

To make sure there is an adequate allocation of workers among the various crafts within a project.
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(if) To identify training requirements.
(i) To implement control mechanisms to guarantee the availability of sufficient human resources. (iv) Predicting turnover.

THE PLANNING PROCESS FOR HUMAN RESOURCES (HRP)

The Process of Human Resource Planning (HRP) is illustrated of diagrammatically given in Fig.1.
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According to Michael Armstrong's (2018) explanation of the HRP process, it is not always a linear one that proceeds logically from the company
strategy through strategies for resourcing, flexibility, and retention. Hendry asserts that the HRP process might be circular as opposed to linear,
with the process beginning anywhere in the cycle. For example, scenario planning may have an effect on the resourcing strategy, which may then
have an impact on the business strategy. Alternatively, the resourcing strategy's foundational demand and supply predictions might serve as the
starting point. The examination of labour turnover may be used to help anticipate supply, but it may also directly influence the creation of
retention strategies.A strong business strategy cannot serve as the foundation for the HR planning. The company approach could be organic
rather than planned. It can be a combination of gradual and intuitive. Resourcing choices may be based on hypothetical situations filled with
untested assumptions that may or may not be true.Resourcing strategy may be similarly hazy or predicated on speculative future predictions. It
could include assertions that are merely rhetoric, such as those about developing the skill base.

Demand and supply forecasting, scenario planning, labour turnover analysis, and resource planning are all done systematically. Depending on
the organization's structure, HRP can be implemented systematically to varying degrees. Formal planning may be necessary if the future is
reasonably foreseeable. If not, the strategy for human resource planning may have to depend more on generalized scenarios than on accurate
estimates.

The procedures involved in human resource planning (HRP) are described below.
> Business strategic plans:

These plans outline the amount of future activity and projects that call for new talents.
> Resourcing Strategy:

It provides a strategy for achieving competitive advantage through the development of intellectual capital, i.e., hiring more qualified
individuals than competitors, ensuring that they acquire knowledge and skills particular to the firm, and taking efforts to become the employer of
choice.

> Scenario Planning:
It evaluates the direction the business is taking in relation to its surroundings and how it will affect the need for human resources.
> Demand/Supply Forecasting:

It aids in forecasting future demand for both quantity and quality of labour as well as determining how many workers are likely to be
available both inside and outside the company.

> Labour Turnover Analysis:
It focuses on examining real labour turnover data and patterns as a source for supply projections..

> Work Environment Analysis:

It aims to examine the workplace environment in terms of the opportunities it offers for workers to use and develop their abilities and find
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job satisfaction.

> Operational Effectiveness Analysis:

It examines productivity, human resource usage, and the potential to increase flexibility in response to new and evolving demands.

Resourcing Strategy

The goal of an HRM resourcing strategy, according to Keep (1989), is to acquire the proper foundational material in the form of a workforce that
possesses the proper characteristics, abilities, knowledge, and potential for further training. The majority of HRM policies focused on growth and
motivation should be based on the selection and recruitment of employees best suited to satisfy the demands of the firm.
An organization's human resource capacity, or strategic capability, is dependent on that capacity. The justification for the resourcing approach is
provided by this idea.Therefore, the goal of this approach is to make sure that a company gains a competitive edge by hiring more qualified
individuals than its competitors. These people operate in ways that optimize their contribution and will possess a larger and deeper variety of
talents. Due to its reputation as an employer of choice, the company draws in these individuals. By giving them more chances and benefits than
others, it keeps them around. Additionally, it establishes a constructive psychological contract that fosters trust and enhances commitment.
Additionally, the company makes use of its personnel in ways that optimize the value they provide.
The number of employees required both in the short and long terms in each of the major operational or functional areas is determined by the
resourcing strategy.

e  Thekind of abilities required in the future.

e  The best strategy to use already available resources to satisfy demands.

e Where to look for them.

e  The resources required to increase or expand one's skill set.

e  To recognize those with promise and talent.

e  The difficulty of luring or keeping essential employees.

e  The potential to use people more effectively by enhancing occupational flexibility.

®  The risk of downsizing

Components of Resourcing Strategy

Michael ArmStrong(2018)indemnifiedthreecomponentsofresourcingstrategy.
> Resourcing Plans:

These strategies seek candidates from inside the company and/or for educational programmes that aid in the development of new talents.
Resourcing strategies prepare for the long term if demands cannot be met within the firm by luring in more qualified people as the employer of
choice..

> Flexibility Plans:

These strategies improve the organization's ability to utilise human resources effectively and quickly respond to changing conditions..

» Relation Plans:

These programmers are designed to keep the employees that the company requires. Within the constraints of company demands, resourcing
strategy serves as the foundation for these initiatives. It will be more successful if scenario planning is used to assist it.

ScenarioPlanning

The formal strategic planning method is also known as scenario planning. An envisioned series of future occurrences is what a scenario is,
according to the Oxford Advanced Learner's Dictionary. Establishing a viewpoint regarding any changes that can be noticed to the scope and
nature of activities in the organization, as well as its structure, is a more or less organized procedure. It lists all potential environmental changes
from the outside that might have an impact. It tries to gain a better grasp of potential future situations that might need to be handled. Reill (2018)
notes that "Scenario planning attempts to expose minds to a range of possibilities that organization may have to address" in this context. Then,
these options are arranged to create a series.a collection of internally cogent images of potential futures. It is an intellectual process that looks for
problems and considers potential outcomes.

Making thorough evaluations of potential internal developments is a step in the scenario planning process. It demonstrates the organization
direction and the effects this has on the needs of its workforce. Michael Armstrong (2018) states that the evaluations may need to be done in the
absence of a clearly defined business strategy. As a result, they may entail asking senior management and key line managers how they view the
future and what this means in terms of their human resource requirements. Evaluations of probable changes in the outside environment are also
necessary since they may have an impact on the labour market.

Planning scenarios might occasionally aid in anticipating future human resource needs. However, attempts can be made to create demand and
supply projections when it is possible. They will be useful in deciding what course of action should be done if the projections suggest that there
may be a shortage or surplus of human resources.
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Demand Forecasting

Demand forecasting is a human resource planning technique that determines the approximate amount of employees, together with the skills and
competences they will need, that a business will need. An yearly budget and longer-term company strategy that are translated into activity levels
for each function and department or a decision on downsizing should serve as the forecast's ideal foundation.

Supply forecasting

. Supply forecasting is a method used in human resource planning to estimate how many workers will be available both inside and
outside the company. The following six criteria form the foundation of supply forecasting.

e Anevaluation of the quantity of people, abilities, and potentials in each occupation now available.

. Forecasting changes to current resources due to internal promotion. Forecasting losses to existing resources due to attrition.

. Impacting absenteeism and evolving workplace circumstances

. Supply sources that are found within the company.

e sources of supply from the national and local labour markets, outside the organization.

Analysis of demand and supply forecasts

Whether there are deficits or surpluses is determined by analyzing the demand and supply predictions. It serves as the foundation for hiring,
retaining, and, if required, downsizing. Computerized planning models can be utilized for this. Spreadsheets may be used to do the fundamental
forecasting computations, which list and determine the number needed for each profession.

Labour Turnover

In order to anticipate supply, it is necessary to analyse the number of individuals departing the company, including labour turnover or wastage.
This study allows for projections to be produced regarding the potential number of workers who will need to be replaced. If any action has to be
made to increase retention rates, it will be determined by the examination of the number of leavers and the reasons why they depart. It could
inspire more research into underlying issues and finding solutions..

Conclusion

The organization's desire to create plans that would draw individuals to work in an atmosphere of peace, tranquillity, progress, growth, and
development for both employer and employee will largely determine the success of human resource planning. Any business may develop and put
into practise a solid HRP if it is founded on the calibre, quantity, and spirit of harmony of the applicants.
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