
Constant planning is what most business people
do so they are ready for changing circumstances. 

Is human resource planning or workforce planning
up there with the budget? Possibly not. Quite often,
with workforce planning, it will be treated as another

budget line item and not taken much further. 
The reality is, if it is to be done properly, there are

long lead times and it should be a regular feature of
any manager's role. 

Workforce planning for many people is just about
looking at new jobs com-
ing up and how they
might fill the vacancies.

For those less fortunate, it may be about how they
lose surplus staff. 

However, to do it effectively requires a little more
forward vision coupled with a rigorous approach to
ensure you have captured all the information possi-
ble - and that will never be enough! 

A few of the steps you may wish to include are
listed below. 

Strategic Plans 
Revisit your plans for the business and look at

each objective and strategy from a workforce per-
spective. Do you have the people to carry out the
plans? Do you have enough of them? Do they have
the experience, are their conditions appropriate? Do
they have the right competencies? (a combination of
knowledge, skills, aptitude and motivation) 

Are they going to stay
with you to see the
plans through? When do
you need to start recruit-
ing? Is there enough in
the budget? New people
may cost more. 

Succession Plans 

Have you reviewed
your succession plans -
not just for immediate
replacements but look-
ing ahead at future
needs and recruiting
accordingly? 

Maybe when you
recruit your next
Accounts Clerk you
should be looking for
your future Financial
Controller. Immediate
replacements are a must
as anyone may leave
your business for a num-
ber reasons and some of
them may cause a sud-
den departure. What
happens if several peo-
ple leave at the same
time? 

Building some depth
in your talent pool is
good insurance. Often it
is better to have a sur-
plus of talent and lose
people due to lack of
opportunity rather than
have people suffer
because of overwork,

stress and uncertainty caused by too few resources.
Do you have development plans to bring people up to
the level your business needs? 

Employment Conditions 

Are employment contracts and general conditions
appropriate for any new people being sought? Do
you need full time or part time people? Will you be
able to attract full time people? 

Flexible work arrangements often work well for all
parties - make sure you have policies and procedures
that allow you to do this. 

Rewards 

Can you attract new people with new skills? Has
the market moved since you last took on new peo-
ple? Will they integrate into existing salary struc-
tures? Do you need a blend of fixed and variable pay?
Do you offer the right benefits? Young people are not
particularly enthusiastic about superannuation but
older people may be obsessed by it. 

Recruitment 

Do you have a recruitment process that includes a
range of techniques for identifying the new skills and
competencies required? Do you know where to look
for people now that we're in a full employment mar-
ket? Are all line managers skilled in recruiting? Do
they "recruit" constantly, even when you may not
have current vacancies? 

Training and Development 

If you are recruiting new people there will proba-
bly be a need to carry out some sort of training -

even if it is just induc-
tion training to give your
new investment the best
possible start. Have you
looked at the possibility
of developing your exist-
ing people for the new
jobs? 

Often we find unex-
pected talent in our own
ranks - people who are
waiting to be given an
opportunity. On going
growth of staff is neces-
sary and part of this is
planned training and
development. They
expect it and will seek it
elsewhere if you don't
provide it. 

Defining the Jobs 

Are jobs defined in
terms of the results they
are going to produce and
how they are going to be
measured? 

This process will help
you design your organi-
zation and avoid the mis-
take of continuing with
positions just because
you've always had them. 

Defining what has to
be done is part of it.
Defining how is equally
important. This is why
you need to revisit the
core competencies of
the business and check
that they are what you
need for the future. 

Printed and published by Wijeya Newspapers Ltd. on Sunday April 3, 2011 at No. 8, Hunupitiya Cross Road, Colombo 02.

Sunday April 3, 2011

6

Human Resources Planning - It's more than filling vacancies for the next few months


