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Human Resource
Planning Process

Analyze organizational
objectives and plans

* Organizational chart
¢ Replacement chart

o, Evaluate the current state of

& your workforce and uncover gaps
Y §ap ¢ Skills inventory

o Forecast future HR
BBE requirements
F\ # Scenario planning

oo, Develop and » Gap analysis
”—%ﬂ implement a plan » SWOT analysis

Monitor, review, and
reassess your plan
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Ulrich HR Business Partner Model

Future/Strategic Focus

Strategic
Partner

Processes People

Administrative Employee
Expert Champion

Day-to-Day/Operational Focus AIHR |seaee
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Standard Causal Model of HRM

‘The unmediated HRM effect?

(Improved) (Improved)
Internal Financial
performance

Overall
strategy
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EFFICIENCY

HRM - Activities and
Processes

+ Workforce Planning

= Recruitment & Selection
« Compensation & Benefit
= Industrial Relations

« Training

« Internal Mobility

« Talent Management

« Coaching

« Downsizing

+ Organization Design
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HR Value Chain

EFFECTIVENESS IMPACT

HRM - Outcomes Organizational
Objectives

« Employee Engagement = Profit

+ Retention « Market Value

+ Absenteeism (Sickness) « Market Share

+ Competency Levels « Turnover

+ Performance « Productivity

« Workforce Costs + Quality

+ Talent Metrics » Customer Satisfaction
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Stakeholders
interests

Stakeholders
Management
Employee groups
Government
Community

Situational
factors

Workforce
characteristics

Business strategy
and conditions

Management philosophy

Labor market

Unions

Tasks technology
Law & societal values

HRM policies

Employee influences
Human resource flow
Reward systems
Work systems

The Harvard Model of HRM

HRM outcomes
Commitments
Competence
Congruence
Cost-effectiveness

Long-term

consequences

« Individual wellbeing

= Organizational effectiveness

= Societal wellbeing

e

I
I
I
I
1
|
1
|
|
1
|
I
|
1
I
|
I
4

ACADEMY TO
INNOVATE HR

AIHR
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HR MODELS:

THE ASTD COMPETENCY MODEL

Change
Management

Performance
Improvement

Instructional
Design

Knowledge
Management

Association
for
Talent
Development

Training
Delivery

Coaching

Integrated Learning
Talent Technologies
Management &

Managing
Learning
Programs

Evaluating
Learning
Impact

T&D Areas of Expertise

Business Skills Global Mindset Industry Knowledge

Interpersonal Skills Personal Skills Technology Literacy

Foundational Competencies
SelectSoftware
REVIEWS
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HR MODELS:
THE 5P's OF STRATEGY

Purpose

Principles *
. Values and
- Culture
Theories

Performance
nent Strategic
Implementation

Processes
Systems
Theories

SelectSoftware

REVIEWS
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