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INTRODUCTION:
Today in every  organization Human resource planning as an activity is necessary. It is an important part
of an organization. Human Resource Planning is a vital ingredient for the success of the organization in
the long run.
The objective of human resource department is Human resource planning, Recruitment and Selection,
training and development, Career planning, transfer and Promotion, risk Management, Performance
Appraisal and so on. Each objective needs special attention and proper Planning and implementation.
With reference to this context, my project has been prepared to throw light on Human resource planning
at the Archer Tech Pvt. Ltd. to make effective and efficient use of human resources available and meet
the present and future human resources requirements of the organization.
NEED FOR THE STUDYs
Human resource planning is necessary for all the organizations for the following reasons:
 To carry on its work every organization needs human resources with the necessary
qualifications, skills, knowledge, work experience and aptitude for work. These are provided
through Human resource Planning.
 Human resource planning is essential because of frequent labor turnover which is unavoidable
 The nature of present workforce in relation to its changing needs also necessitates the
recruitment of new human resources. To meet the challenge of a new and changing technology
and the new techniques of production, existing employees need to be trained or new blood
injected in an organization.
 Human resources are also needed in order to identify the areas of surplus personnel or areas
where there is a shortage of personnel.
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HUMAN RESOURCE PLANNING:
Human  Resource is the most precious resource for any nation. Deploying the resource without proper
training and inductions can lead with less productive results. The same is obvious in Services sector and
even needs more substantiation. In many countries, not enough attention is paid to planning for
manpower and this is due to lack of qualified manpower planning specialists.
HR Planning is not mere having the “right people in the right place at the right time”. It’s about instituting
the people –related practices and activities that will help the organization achieve, and improve its
business results.
HR Planning in its simplest form is about answering 4 questions:
 What are the business needs?
 How to meet those needs?
 What are the requirements to meet those needs?
 What could be the best strategy required to fulfill the needs?
HRP is a forward looking function and an organizational tool to identify skill and competency gaps and
subsequently develop plans for development of deficient skills and competencies in human resources to
remain competitive. HRP ensures benefits to the organizations by creating a reservoir of talent, preparing
people for future cost cutting and succession planning besides creating a back –up in case of diversification
and expansion.
Manpower Planning includes four aspects – FDIC
 F-forecasting manpower needs,
 D-developing appropriate policies and programs for meeting those needs,
 I-implementing policies and programs, and
 C- Controlling these programs.
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Definition:
“Manpower planning (HRP)  is the process-including forecasting, developing implementing, and controlling
– by which a firm ensures that it has the right number of people and right kind of people, at the right
place, at the right time, doing this for which they are economically most suitable.”
- E.Geisler
“Human resource planning includes the estimation of how many qualified people are necessary to carry
out the assigned activities, how many people will be available and what if anything must be done to ensure
that personnel supply equals personnel demand at the appropriate point in the future.”
- Leap and Crino
REVIEW OF LITERATURE
“Take away my people, but leave my factories, & soon grass will grow on the factory floors. Take away
my factories, but leave my people, & soon we will have a new & better factory”
-Andrew Carnegie
• Strategic planning: the systematic determination of goals and the plans to achieve them
• Business strategy plans to build a competitive focus in one line of business
Human resource management can be viewed as an umbrella term that encompasses the following:
 Specific HR practices, such as recruitment, selection, and appraisal
 Formal HR policies that direct and partially constrain the development of specific practices
 Overarching HR philosophies, which specify the values that inform an organization’s policies
and practices
 


	7. 7
Linking HR Processes  to Strategy
 Start with organizational strategy and then create HR strategy.
 Start with HR competencies and then craft corporate strategies based on these
competencies.
 Do a combination of both in a form of reciprocal relationship
Corporate Strategies leads to HR Strategy – KPO, BPO, LPO etc.
HR Strategy is HR Planning:
 All other functions like staffing, training, performance management, compensation
management, labor relation, & employee separations are derived from it.
 HRP is a proactive function- it scans & anticipates various factors- internal & external to
develop a plan It is more important during organizational turbulence – M&A, disinvestment
 HR Planning always starts with understanding the business needs of the organization
Human resource planning is an integral part of business planning. It`s all about:
 Identifying and acquiring the right number of people with the proper skills
 Motivating them to achieve high performance
 Creating interactive links between business objective and resource planning activities
 HR Planning is both “top down” and “Bottom up”. While HR plans should be based on overall
business needs and strategies, they should take into account the needs and realities of
organizational units. The HR planning process should involve managers at all levels.
 An organization's HR plans are usually developed at the departmental or business line level
where business directions are set and decisions made. But HR plans are implemented (and
adapted) by individual managers in the conduct of their ongoing operations. It is important
that managers understand the HR plans and priorities of their organizations so they can guide
their actions accordingly.
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 Strategic Manpower  Planning is a dynamic, proactive, ongoing process of systematically
attracting, identifying, developing, mentoring, and retaining employees to support current
and future organizational goals. Strategic Manpower Planning focuses specifically on
proactive planning to meet anticipated or unanticipated vacancies due to retirement and
other factors for classes that serve as essential elements in meeting your public service
mandate.
 Some of the long and short-term strategies that may support the strategic Manpower
Planning process, may be retention, induction Program, employee assistance Program.
 HRP is a forward looking function and an Organizational tool to identify skill and competency
gaps and subsequently develop plans for development of deficient skills and competencies in
human resources to remain competitive. HRP ensures benefits to the Organizations by
creating a reservoir of talent, preparing people for future cost cutting and succession planning
besides creating a back –up in case of diversification and expansion
Human resource planning, therefore, aims at:
 Balancing demand, supply, distribution and allocation of manpower,
 Controlling cost of human resources,
 Formulating policies on transfer, succession, relocation of manpower.
 HRP is a planning process by which an organization can move from its current manpower
position to its desired manpower position.
 Manpower planning may be defined as a strategy for acquisition, utilization, improvement
and retention of human resources.
HRP AT DIFFERENT LEVELS:
Different institutions make HRP at different levels for their own purposes, of which national level, sectoral
level, industry level, unit level, departmental level and job level are important.
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Characteristics of Manpower  Planning:
 Ascertaining manpower needs in number and kind.
 It presents an inventory of existing manpower of the organization.
 Helps in determining the shortfall or surplus of manpower.
 Initiation of various organizational programs.
 Acquisition, utilization, improvement and prevention of human resources.
Importance of human resource planning:
Human resource planning is of primacy nature and, therefore, it precedes all other HRM functions.
Without HRP, no other function can be undertaken in any meaningful way. HRP contributes in the
following ways in managing human resources in an organization.
 It checks the corporate plan of the organization.
 It helps to face the shortage of certain categories of employees and/or variety of skills despite the
problem of unemployment.
 It offsets uncertainty and change and helps to have right men at right time and in right place.
 It provides scope for advancement and development of employees through training,
development etc.
 It helps to anticipate the cost of salary enhancement, better benefits etc.
 To foresee the changes in values, aptitude and attitude of human resources and to change the
techniques of interpersonal, management etc.
 To foresee the need for redundancy and plan to check it or to provide alternative employment in
consultation with trade unions, other organizations and government through remodeling
organizational, industrial and economic plans.
 To plan for physical facilities, working conditions and volume of fringe benefits like canteen,
schools, hospitals, conveyance, child care centers, quarters, company stores etc.
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 It gives  an idea of type of tests to be used and interview techniques in selection based on the level
of skills, qualifications, intelligence, values etc. of future human resources.
 It causes the development of various sources of human resources to meet the organizational
needs.
 It helps to take steps to improve human resource contributions in the form of increased
productivity, sales, turnover etc.
 It facilitates the control of all the functions, operations, contribution and cost of human resources.
Benefits of Human resource planning:
 Create reservoir of talent
 Prepares people for future
 Expand or contract strength
 Cut Cost
 Succession planning
Responsibility for Human resource planning:
Formulation of human resource plans is a shared task between top management line managers and HR
department
 Top management is involved in HRP process because ultimately, it approves various plans of the
Organization as a whole.
 Functional managers under whom people work.
The responsibilities of HR department in regard to HRP process have been described by Geisler as follows:
 To assists, counsel and pressurize the operating management to plan and establish objectives;
 To collect and summaries data in total organizational terms and to ensure consistency with long-
term objectives and other elements of the total elements of the total business plan;
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 To monitor  and measure performance against the plan and keep the top management informed
about it
 To provide the research necessary for effective manpower and Organizational planning
Human resource planning process
HRP is a process and it proceeds through various interrelated activities.
 Forecasting future manpower requirements, either in terms of mathematical projection of trends
in the economy and developments in the industry or of judgmental estimates based upon specific
future plans of the company.
 Inventorying present manpower resources and analyzing the degree to which these resources are
employed optimally;
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OBJECTIVES AND LIMITATIONS
OBJECTIVES:
  To understand the present manpower arrangement in Archer Tech Pvt. Ltd. using WORK-LOAD
ANALYSIS
 To answer the
1. Demand
2. Root Causes of Behavior
3. Supply
4. Outcomes.
LIMITATIONS OF THIS STUDY:
 Time and resources constraint.
 Since, the HRP is a wider subject to be dealt with, the present study is confined only to analysis
and application using Workload analysis.
 Getting information about various aspects for study purpose was difficult.
RESEARCH METHODOLOGY
For the purpose of study on HRP at Archer Tech Pvt. Ltd. data were collected from both the primary and
secondary sources.
The data source: Primary as well as Secondary.
The research approach: Observation & Discussion Method.
The respondents: HR Manager
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Archer Tech Pvt.  Ltd.
About
Archer Tech is a full-stack application development & consulting company based in North America and
India. The company excels in providing custom software development, web development, and mobile
app development for a wide spectrum of corporate MNCs as well as SME clients. The company sizes
over 2000+ employees with 70% of the workforce are based in India. The company has plans to build a
new vertical in Cloud-based Enterprise CRM in India
Problem Statement
Even after successfully launching various products the last product "Shield" which is based on
ransomware attacks was not financially profitable. The Shield team is currently overstaffed.
Simultaneously the upcoming new project "Dreamwork" needs expertise with new skillset which are
currently not available within the organization
Analyses the current workforce profile - Demographics
After the comprehensive Work-force data collection including performance, the organization was able
to identify various parameters under three categories 1) Exceeds Expectation 2) Meets Expectation 3)
Needs Improvement. The various parameters are as follows
1) Gender Diversity
80%
20%
Gender Diversity
Male
Female
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2) Age distribution  of current workforce
3) Skills and Competencies of the current workforce
4) Average tenure
30%
35%
20%
15%
Age Distribution
21 - 35
35 - 42
42 - 55
55+
Proficiency
Task A 88%
Task B 92%
Task C 85%
Task D 95%
Task E 30%
Task F 10%
Task G 5%
Task H 3%
CurrentSkills
Future Skills
10%
30%
25%
20%
15%
0% 5% 10% 15% 20% 25% 30% 35%
1
Chart Title
10+ Years 5 - 10 Years 3 - 5 Years 1 - 3 Years Less than 1 Year
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5) Turnover rates
The  current workforce in India is 1400 employees and with the inclusion of the new business vertical the
projected workforce is 1700 employees.
The demographic profile of the top critical positions are as follows
The major reason for undesirable turnover is insufficient employee pay and benefits.
Employees who have stayed back in the organization finds the work environment to be conducive and
finds enormous opportunities for growth across all departments
12%
14%
11%
15%
17%
2%
1%
2%
2%
2%
14%
15%
13%
17%
19%
2017 2018 2019 2020 2021
CHART TITLE
Voluntary Turn Over Involuntary Turnover Total Annual Turnover
Headcount Female Workers Nearing Retirement Avg Age Avg Tenure
150 40 15 35 7
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Q. No. –  1.
What does my current and projected workforce profile look like?
Ans:
Cloud computing has been ever rising since early 2000 and has been pervasive and far reaching. The
system is powering more aspects of our digital lives and shifting the focus to essential skilled workers
need to succeed in the future. With the increasing need of Linux, Virtualization, Computer Networking
and OPEX model the need for skilled worker has become lucrative to the business. The current spread of
Archer Tech is almost balanced to the existing demand of the business. Around 30% of the workforce
needs to be shifted to the new business vertical and almost 60% needs to be upskilled with the new
technology. This will still leave the need to either hire more 25% of the exiting workforce (either full
time employees or contingent workers) from the external market or to outsource the initial work with
our vendor partners till we become self-sufficient to deliver the project as per the service level
agreements by the end of the year.
Q. No. – 2.
What is the demographic profile of my top 5 to 10 Critical Positions?
Ans:
Top 5 to 10 Critical Positions Demographic Profile of My Organization is
Avg. Age – 38
Gender – Male
Nationality – Indian / Americans
Avg. Salary – 9.9 LPA
Avg. Experience – 5
Avg. Tenure - 3
Educational Qualification – BTech (Computer Science)
Q. No. – 3
Where are we at risk due to unnecessary turnover and/or impending retirements?
Ans:
Due to unnecessary turnover and/or impending retirements Followings are the Risk for My Organization
- Delay in Delivery of Product / Project to the client which will have direct impact on our Org.
relationship with the clients
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- Impact on  Overall Organization Revenue / Strategy
- Exposure of information
- Manpower Shortfall
- Loosing Unique skilled Manpower
- Loss of Hi-Potential Workforce
- High Recruitment Cost
- Hampers Training Cost
- Moral / Negative reactions of existing Manpower
- Attract Talent as an Organization / Employer Brand
Q. No. – 4.
What are the root causes and/or correlations to undesirable turnover?
Ans:
Employee Turnover refers to add up to partitions from the organization and incorporates both voluntary
and involuntary turnover.
Voluntary turnover addresses individuals who left the organization voluntarily for a new position, for
individual reasons, to seek after instructive open doors or to resign, for instance. Involuntary turnover
represents individuals who were ended for execution issues or conduct as well as the people who are
important for an occasional cutback or in general decrease in force.
In the event that your workers don't feel esteemed, tested and all around redressed, they're probably
going to move somewhere else. Laborers realize they are esteemed when supervisors support them in
their work by offering criticism and giving chances to proficient expertise advancement. Without
provoking work or a make way to individual and expert development, a worker might look to another
organization where those wants can be met. In any case, even with intriguing work and plentiful open
doors, assuming that the compensation is low and advantages are non-existent, an esteemed
representative might decide to acknowledge a deal somewhere else to get more cash-flow or appreciate
organization advantages.
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Reasons for Employee  Turnover
1. Poor Compensation
At the point when individuals leave an organization, remuneration and advantages are a significant
explanation, particularly for more youthful laborers. Maintenance for a couple of reasons. To start with,
paying individuals well is an unmistakable method for showing you esteem their commitments.
Furthermore, it causes it doubtful that a contender looking to poach top entertainers can bait them
away with simply monetary motivators.
2. Inconsiderate Managers
Bounty has been expounded on harmful chief’s individuals who assume praise for other people,
thoughts, play top choices, even maltreatment their reports. Also, organizations most certainly need to
remove these individuals. Nonetheless, more subtle are administrators who are just terrible at their
positions.
3. Being exhausted: Burnout happens when workers are approached to perform undertakings without
being given the assets to succeed, when they feel an absence of control or when they reliably face more
everyday pressure than is reasonable. Burnout joins passionate and actual weariness with a feeling of
terribleness and self-fault and can appear in social and actual issues.
4. Insufficient criticism or acknowledgment/ Feedback: Many workers report not getting the right sort of
chief feedback. Feedback doesn't constantly should be acclaim, however expect to outline remarks in a
positive light. Chiefs should begin with wins, center around particulars, pair support with useful counsel
on the best way to further develop shortcomings and have incessant discussions and registrations.
Likewise, input and acknowledgment don't have to come distinctly from the chief to have a major effect.
Distributed acknowledgment programs are fruitful, especially when they influence innovation.
5. Unfortunate work/life balance: Work/life balance sits unequivocally in the Top 3 reasons individuals
leave organizations, across studies. Other than staying away from the previously mentioned issue of
exhaust, associations should target booking adaptability that permits individuals to be just about as
useful as could really be expected.
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Whenever it's difficult  to permit adaptability in start and stop times, likewise with shift laborers, the
following best thing is giving timetables as far ahead of time, and being as open to trades, as could be
expected.
6. No chance for development or advancement:
Another component firmly in the Top 3 reasons individuals leave occupations is that they don't see a
future for themselves in the organization.
A culture of representative advancement is a vital piece of ability the executives. Go past abilities based
preparing to offer proceeding with schooling and educational cost repayment, profession improvement
administrations and instructing, tutoring and initiative advancement programs. Consider some fresh
possibilities on what preparing resembles also.
Q. No. – 5.
What are the characteristics of employees who stay and succeed?
Ans:
What are the characteristics of employees who stay and succeed?
Exceptional and talented employees stay in a company for many reasons. It may be because they feel as
though they are respected, recognized and valued or simply because they are being paid well.
Top Reasons why talented employees stay are :
 Believe in the company mission and vision
 Working Environment Satisfaction
 Exciting and challenging work
 Great realtionship with their superiors
 Work life balance
 Career growth , Learning and development
 Good Benefits and incentives
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 Paid well
  Mentored
 Feeling valued recognised and respected
 Inspired to work smarter
The characteristics of employees who stay and succeed are
 They are competent – they know what they are doing, they have skills, experience, and know-
how.
 they are conscientious – they do high quality work; they take care to make sure that work is
completed on time and on point
 Knowing the why, as well as the what
 Professionalism
 Honesty and integrity
 Innovative ideas
 Problem-solving abilities
 Ambitious
 Dependability, reliability, and responsibility
 Conflict resolution
 Work Experience
 Growth Mindset
 Leadership Potential
 Teamwork
 Reliable.
 They have trust in the business
 Being Disciplined and Dependable
 Taking Initiative and Responsibility
 A Good Attitude
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Q. No. –  6.
What motivates and retains our top performers and/or critical talent?
Ans:
Motivation and retention of critical talents is vital to any business organization as they play a crucial role
in company’s success. They are eight times more productive (Leading Organization (book) - Scott Keller
and Mary Meany). There are multiple factors which helps in motivating and retaining the top talents,
they are
1. Organizational Culture: A strong organizational structure is critical to its success. It is a prime
contributor to retain and motivate critical talents. According to Profs Edward Deci and Richard
Ryan from the University of Rochester based on their studies in 1980s have come up with six
main reasons why people work, 1. Play (actively engaged, motivated, creative, innovative) 2.
Purpose (goal driven, has a better clarity) 3. Potential (is ambitious, focused on career
development) 4. Emotional pressure (insecure, peer pressure). 5. Economic pressure (stress,
lack of identity) and 6. Inertia (not goal driven, lack of motivation, routine based activity). The
first three reasons fall under the category of direct motives and acts as critical motivating factor
behind an employee’s performance, while the last three falls under the category of Indirect
motives and has a negative impact of an employee’s performance.
In an organization, culture which is based on direct motives tends to produce high performing talents.
Regular and careful interventions and appropriate measures to address the gaps will help in the
retention of the high performing talents.
2. Effective employee engagement strategies: An organization who fosters and care for its talents
prioritize employee engagement strategies. It not only motivates but also helps in retaining high
performers. An actively engaged employee is not only self-driven but also plays an important
role in achieving organization goals. Thus it is the responsibility of the leadership to motivate
and engage the workforce who are meaningfully invested. It helps in securing their trust and
loyalty. Creating a positive employee experience is critical to increase retention and achieve
organizational goals.
3. Flexibility: Flexibility has gained its importance by multiple folds after the global pandemic and
has become a major factor influencing the job satisfaction and talent retention. It helps them
focus on their personal wellbeing while being productive (Schultz). Helps in achieving a work life
balance which will ultimately result in motivation and retention. Many organizations especially
after the pandemic and great resignation have opened the doors for more balanced work life.
For example Companies like Lenovo have relaxed their rules, enabled flexible working hours and
minimized controls. Flexibility is no longer an option but has become an essential factor for
retaining well developed workforce.
4. Enabling continuous learning: enabling skill development through effective training and
development initiatives helps in retaining the developing and skilled workforce. The
organization should be proactive and innovative in order to cater to the ever changing trends in
the global market. This will be possible only through continuous skill development. This helps in
achieving mutual goals. Thus improving the employee morale, loyalty and performance leading
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to motivation and  retention. Retaining top talents helps in better revenue generation at lesser
costs.
Rewards and recognition framework and strategies: Engaged employees create a positive atmosphere.
This can be possible through an effective R and R system. To enable and implement it an effective Rand
R frame work is required which allow changes occurring due to business dynamics, enable surveys and
address gaps. Strategies should be designed to fit into the framework for its smooth functioning. R and R
programs boosts employee morale, enables social appreciation, peer recognition without the
interference of hierarchical barriers. This leads to a greater employee engagement resulting in
motivation and retention
Q. No. – 7.
What HR practices are getting in the way of or helping with attraction and retention of desired talent?
Ans:
What HR practices followed by the organization to keep the employee motivated?
Employees are the most essential aspect of any successful business. The happier your employees are at
work, the more efficient your business flow will be — it’s as simple as that. However, for employees to be
good at what they do, they need to be motivated, engaged, productive and effective at work. In most
cases, a company culture and environment where employees can feel comfortable and relaxed does the
job. Following are some of the HR practices followed by the HR manager of Archer Tech Pvt. Ltd to keep
our employees motivated while working for the organization.
PROVIDING THE HEALTHY AND POSITIVE WORK ENVIRONMENT
A positive work environment has a significant influence on how the employees feel. The work
environment plays a vital role in keeping the employees motivated. It significantly influences his/her work
life. It reflects in the work they do and helps sustain positivity throughout the day.
A positive work environment doesn’t only mean the organizational structure. It is the overall experience
an employee shares with his/her co-workers, immediate supervisors, and company culture.
WORK-LIFE BALANCE AND EMPLOYEE SATISFACTION
Work-life balance helps employees to balance their professional and personal lives. Employees keep
themselves occupied with the different aspects of their personal and professional lives. And that plays a
crucial role in their satisfaction and employee happiness. Long, tight work schedules, and too much
workload often make it difficult for them to balance them. As in our organization 20% females are
working to maintain the diversity and retaining, we have introduced some programs which help our
employee to maintain their work life balance like: -
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 To provide  flexible work hours
 Giving them enough time for relaxation and leisure
DEVELOP EMPLOYEE SKILLS
An opportunity to grow and advance in the ranks of an organization motivates employees to give their
best. The promise of career advancement and better job conditions is something every employee will
look forward too. However, having your employees invest their blood, sweat and tears isn’t a good
way to motivate them to aspire for promotions.
Instead, help them get there by offering them additional training, courses and seminars that will hone
their skills and expand their knowledge. Allow them to learn new skills and let them look for — or carve
out — their ideal roles within your organization. That way, your employees will not only be motivated to
accomplish more and seek greater opportunities, but they’ll also become more engaged and productive.
REWARDS AND RECOGNITION
Each of us has unique skill sets, and we consciously or subconsciously apply those at our jobs. It is,
therefore, rewarding for anybody to be appreciated for the application of these skills. When employees
are rewarded and recognized for their work, it builds employee morale, productivity, and overall
employee satisfaction or job satisfaction.
Archer Tech have introduced a R&R program where an employee can recognize and reward anyone
working for Archer Tech by sending the Thank you cards, Thank points or Cash Award. Recognition
platform allows to recognize as individual or as team after the event like completion of project / number
of years of services within the organization.
EMPLOYEE WELL-BEING
Health is wealth’ is an overused phrase but holds true to its meaning. Employers who do not emphasize
employees’ physical, emotional, psychological, and financial well-being build an inefficient workforce. It
is vital to building a work culture for the employees’ well-being needs. Employees who are healthy and
stress-free have better productivity and a greater sense of responsibility towards their job. The feeling
of security keeps them more engaged and dedicated. Therefore, Archer Tech have provided a corporate
wellness programs or sessions and monitor their behavior to foster a positive culture.
Q. No. – 8.
What and where is the supply of talent for our most critical positions, short and long term?
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Ans:
Question. What &  where is the supply of talent for most critical positions, short & long term?
Ans: - Adjusting the skills of a workforce requires a blend of rigor and creativity; it also requires
dedicated commitment and attention from senior management. One way to spark a fruitful C-suite
conversation about talent supply is to borrow a page from the dismal science and look at skills in the
context of surplus and shortage.
Starting with a thought exercise such as this can help break down an otherwise intractable problem into
smaller chunks that can be approached with discipline. At the same time, testing potential interventions
using the logic of microeconomics can help managers see a wider portfolio of options beyond reskilling
at one extreme, and layoffs at the other (exhibit).
Short term:
1. Look for talent in-house
2. Adjust your hiring criteria
3. Use of interim professionals
4. Reduce the time to hire
5. Transfers
Long Term:
1. Recruit Highly Talented People
2. Know who are high & low performers
3. Retain high performers
4. Develop People Quickly & effectively
5. Quickly remove low performers
Q. No. – 9.
What is the external market perception of us as an employer?
Ans:
What is the external market perception of us as an employer?
The external marketing environment includes all factors that do not fall within your organization's control,
including technological advancements, regulatory changes, social, economic, and competitive forces
An employer brand is an important part of the employee value proposition and is essentially what the
employer communicates as its identity to both potential and current employees. It encompasses an
organization’s mission, values, culture and personality. A positive employer brand communicates that the
organization is a good employer and a great place to work. Employer brand affects recruitment of new
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employees, retention and  engagement of current employees, and the overall perception of the
organization in the market.
To develop an employment branding strategy, employer may want to consider the following:
 Know the organization’s business, vision, mission, values and culture. Understand the
organization’s business objectives and what talent is needed to accomplish those objectives.
Define the company’s unique attributes.
 Conduct internal research to understand how the organization is perceived by its current
employees, as well as by its target candidate group, and what these employees or potential
employees want from the organization. Identify top talent and ask what those employees like
about working for the company. Determine the attributes of these star employees that the
organization would want to attract.
 Conduct external research to learn how the organization is positioned in relation to the
competition. Research may be conducted through applicant surveys, as well as via Internet
searches, social media or firms that conduct reputation monitoring.
 Define an employee value proposition that clearly communicates the value of the brand the
organization is developing. The employee brand should truly reflect what is special about the
organization and must be aligned with its customer brand.
 Develop an employee marketing strategy. The strategy should have a two-pronged approach.
First, the recruitment strategy should focus on reaching the targeted applicant base. Attention
should be directed to the career page, recruiting sites, social media and other external
recruitment sources. The second prong centers on consistently communicating the employee
value proposition to current employees to retain and engage them. Use employee testimonials to
affirm the brand.
 Align the employer brand with the overall company brand. Work with the marketing and
communications groups to ensure a holistic branding approach.
 Ensure that the people and management practices support the organization’s employer
brand. Training, coaching, compensation and other HR-related practices can be used to support
the brand.
 Develop and use metrics to assess and track the success of the employer brand. Metrics may
include quality of hire, brand awareness, employee satisfaction, employee referrals or other
metrics.
Q. No. – 10.
What are the characteristics of workforce models that produce the best outcomes (e.g., productivity,
financial outcomes, customer satisfaction)?
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Ans:
Workforce Modeling:
Workforce modeling  is the practice of defining the execution of workforce planning. It utilizes scenarios
and simulations to derive data on structuring/modeling of how a workforce plan should proceed and assess
gaps.
Workforce modeling is a dynamic tool that allows the organization to more quickly adapt to changes. It also
uses the existing data to our advantage in future prediction of the workforce.
The Key Variables of Workforce Modeling:
1. Customer demands with regards to their perception (changing needs and wants in the future)
2. The analyzed demand levels
3. Technology changes enabling changes in processes or demand
4. Employees’ current skill set
5. Employee wants and needs (development and career trajectory preferences)
6. Predictable legislative changes (obviously not always possible)
7. Medium- and long-term turnover and how that impacts planning (in particular, retiring employees
whose skills will need to be replaced)
8. The skills of future employees (which the organization will need to hire for)
Examples of Workforce Models:
The Equilibrium model - The Equilibrium model is built based on the usage of historical data to predict
future-proof workforce requirements.
The Deterministic model- Deterministic model takes inputs from the predicted future happenings which
affects the workforce. Data on appraisals, promotions, competency, contract expiry and retirement.
Flow Model- This model considers your future goals and the changes in near future to prioritize the
necessities of the workforce.
The model of Optimization- It works by looking at what future goal the business wants to accomplish and
then dissects that goal by working backwards to see what changes need made right now to make that goal
possible in the future.
The Key Characteristic of the Best Workforce Model:
Workforce models are very diverse in nature, the major objective is to align the workforce with Business
Strategy and Goals. But in common, for a workforce model to be effective and best, the below
characteristics are inevitable.
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1. Clear goals  and objectives of the Workforce Plan
2. Market research, Product and competitor analysis
3. Talent Forecast(data on upcoming talent demand and supply)
4. Organizational strategy on hiring, developing, and retaining talent
5. Action Plans (Includes L&D plans, succession plans, etc.,)
6. Historical data and inferences to derive strong conclusions.
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