
         

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

Planning is concerned with 

determining what is to be done, how it 

would be done and why it should be 

done so that the practical 

implementation of planned decisions 

may pragmatically be made later. This 

implies that planning is the linking pin 

between the present and the future 

because 'the tomorrow is planned today' 

(Maicibi 2016). Planning, according to 

komunda (2016), “is determining what 
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is to be done, including clarification of 

goals, establishment of policies, 

mapping out of programmes and 

campaigns, determining specific 

methods of procedure and fixing day-to-

day schedule”. This is in line with 

Ovwigho (2015) who defines planning 

as, “a process of determining what is to 

be done and the identification of the 

requirement for attaining the objectives 

in a most efficient and effective 

manner”. Before deciding on anything to 

do, one needs to plan, because planning 

ought to come before action/doing, it 

determines for one “where to go”. 

Indeed, planning is the process of 

deciding what to be done, by who, 

when, how, with what and even why.  

 

Human Resource Planning 
The Human resource is a very 

dynamic, complicated and unpredictable 

resource; thus, it is difficult to plan for 

and manage it. It is dynamic and 

complicated because of the 

unpredictable nature of human being. 

Yet this type of resource is the most 

vital for organizational performance and 

success. People, depending on how they 

are chosen and acquired will bring few 

or many problems to organizations as 

well as solutions to the organizations 

problems. People often make their own 

as well as their organizational life 

relatively pleasant or unpleasant 

(maicibi 2016). 

Indeed, the viability, growth, and 

survival of any organization are tied to 

the ability and availability of adequate 

competent and well developed 

employees of the organization at the 

right time. This is achievable through 

adequate planning for the Human 

resource to address the organizational 

soft and hard skills, quality and quantity 

respectively. Human resource planning 

is conceptualized here as that specific 

part of the overall organizational 

planning process by which an 

organization tries to ensure and enhance 

the right number of people (hard skills), 

the right kind of people (soft skills), are 

at the right time, on the right places and 

performing the right functions which are 

purposefully and economically useful in 

both satisfaction of the needs of the 

organizations as well as those of the 

individuals involved (komunda 2016). 

The success of every organization 

depends on how well it plans and 

utilizes its human resources. Both 

personnel and human resources 

management as argued by koontz ( 

2014) are often viewed as a series of 

activities designed to process people 

into, through, and out of organizations. 

This means the first activity of human 

resource management is human resource 

planning. 

Ngu (2015) defines human 

resource planning as “forecasting 

personnel needs for an organization and 

decision on the steps necessary to meet 

these needs”. This means it seeks to 

determine the number and kinds of 

people the organization needs now, and 

what it may need in the near future and 

seek ways to satisfy those needs. The 

emphasis however, is how organization 
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assesses the future supply of and 

demand for human resources. 

(Hall 2010), on the other hand, viewed 

the concept of human resource planning 

as “a systematic process for identifying 

the human capital required to meet 

agency goal and developing the 

strategies to meet these requirement”. 

This definition contains three key issues: 

a. A systematic process that is 

integrated, methodical and on-going. 

b. Identifying the human capital 

required to meet agency goals, which 

consists of determining the number and 

skills of workers needed, where and 

when they will be needed. 

c.  Developing the strategies to 

meet these requirement, which involves 

identifying actions that must be taken to 

attract and retain the number and types 

of workers the agency needs. 

 
Salient Issues on Human Resource 

Planning 
Adebanyo 2010 opined that there are 

salient issues that have close reciprocal 

relationship with Human resource 

planning. Let us discuss a few of them. 

 

Human Resource Planning and 

Turnover 

One main criticism of labour 

turnover in organizations is that turnover 

creates unnecessary expenses and 

reduces efficiency, thus productivity 

drops. When a planner identifies high 

turnover in a specific department, the 

quality of training and supervision in 

that department should be looked into. 

As a part of the human resource 

function, the planner would contribute to 

the decision on what steps should be 

taken to remedy the turnover situation, 

such as training, retention strategy and 

the likes. The human resource manager 

would then approach management with 

the problem of turnover, discussion 

ensued, and final decision made to 

confront to overcome the problem. 

It is also important to determine exactly 

why employees such as the supervisees, 

supervisors or managers leave. Every 

departing employee should have an exit 

interview and the organization should 

maintain a record of the reasons for 

leaving. 

The strategies to ensure 

retention and curb with the negative 

sides of high labour turnover is to apply 

the 3Es of retention. There should be an 

Entry interview should contain questions 

whose answers can reveal the interests 

and the 'fit' of the interviewee to the 

organization; there should be an 

Employment interviews during the 

course of the employees' work life in 

what is commonly called attitudinal 

surveys; and there should be an Exit 

interviews on employees that are 

quitting to document reasons for their 

action. 

Plans to reduce turnover are an 

important part of a Human resource 

planner's job. The success in the task of 

reducing turnover gees a long way to 

insuring that an organization has the 

right number of persons with the right 

skills to meet the organization's needs 

and make it successful. 
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Planners use turnover figures to pinpoint 

departments where turnover occurs and 

to discover its causes. For instance, the 

planner may find that poor supervision 

is a central cause of turnover. If this is 

the case, he or she can take steps to have 

something done about the quality of 

supervision in the affected area. 

Age is also a factor in turnover. Older 

employees tend to be more stable than 

young workers (Maicibi, 2016). 

Overqualified employees are very 

unstable and entry level workers are 

likely to quit soon after they are hired 

(Adebanjo 2010). 

Among the executives, a high 

turnover rate among the younger ones 

often indicate that something is wrong 

with the way the organization manages 

its career advancements. Human 

resource planners should bring these 

matters to the attention of top 

management with practical oriented 

recommendations for corrective actions. 

 

Human Resource Planning and 

Succession Planning 
Succession planning is the 

process of ensuring a suitable supply of 

successors for current and future key 

jobs or positions. This can be done 

through routing the potential successors 

for key jobs at several key divisions of 

the organization or even overseas. (Ngu 

2015). Every organization should have a 

succession plan that identifies a 

qualified subordinate who is ready to 

replace each key manager or executive. 

While the planner has no authority to 

select successors, he or she should, with 

the help of top management, prepare a 

succession chart that does name 

subordinate who can step up when a 

superior departs. 

The Succession chart should, of 

course, be kept strictly confidential 

because advance publication is likely to 

demoralize managers who find 

themselves passed over. The names 

below the line are the prospective 

successors. A more complete chart 

would extend further to show the 

succession at more levels, especially in 

large company. To be useful, the 

Succession chart must be kept up to date 

by the human resource planners. 

(Maicibi 2016) a typical student 

succession plan should include activities 

such as: 

a. Determining the projected need 

for key position holders by 

organizational level, department, 

function, activities and skill 

b.  Planning individual career 

paths based on objective estimates of 

future needs while marching the 

potentials. 

c. Auditing current key talents to 

project the likely future supply from 

internal sources. 

d. Performance related training and 

development to prepare individual future 

roles and responsibilities. 

e. Planning of targeted recruitment 

strategy to meet short term needs as well 

as to prepare employees for the future 

needs. And, 

f. Filling the vacancy internally 

through promotion or internal 

recruitment. 
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Human Resource Planning and 

Automation/Computerization 
When planners examine 

organization's records, they would learn 

whether the introduction of new 

machines, methods or materials have 

altered the required numbers of people 

with certain skills. Such information is 

important for forecasting future 

requirements. (Ovwigbo 2015). 

If the introduction of a computer  

controlled machine, for example, results 

in the elimination of machine operators, 

these skills should be eliminated from 

the inventory of the needed skills. They 

should be replaced, of course, with those 

needed to run the computer- controlled 

machines and with specialists who are 

skilled in electronic maintenance. As 

planners uncover such changes and 

trends, they concentrate on the new 

skills needed and no longer consider 

those that are not needed. Automation 

situation also affects training programs 

because the planner examines them to 

find out how well or poorly such 

programs are addressing the 

organization's objectives. 

 

Human Resource Planning and 

Career Planning 
Career planning is similar to, but not the 

same with, succession planning; 

otherwise they would not have different 

names. (komunda 2016). Stated that  

the Human resource planner usually has 

a distinct advantage over other managers 

and executives when it comes to career 

matters. It is essential for successful  

 

execution of the job that the planner be 

very clear and up- to-date about the 

organization's objectives. 

The objective of career management 

from the organization's point of view is 

to ensure the availability of qualified 

successors for every important position. 

It only needs reiteration here that 

managers and supervisors want to get 

ahead, earn good salaries and gain new 

opportunities. Only rarely can these 

individuals clearly define what getting 

ahead means to them. 

The planner should know what sort of 

person should be in a specific job or as a 

backup for a specific person. It is to be 

noted that it is through skillful career 

guidance, the planner has the leverage to 

encourage supervisors and managers to 

prepare for advancement. 

 

Human Resource Planning and 

Forecasting Future Human Resource 

Requirements 

According to (Ngu 2015), 

practically, Human resource forecasting 

should generally be limited to five years 

or less because people, society and 

technology change too rapidly to permit 

accurate forecasting for longer periods 

of time. 

It commences by the planner studying 

the organization's operational plan in 

detail to determine its objectives 

regarding: Capital investment in 

buildings and new machinery; proposed 

changes in product design; proposed 

introductions of new products; changes 
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in materials to be used; and changes in 

sales volumes forecast. 

In addition to these major 

influences on future Human resource 

requirements, the planner considers 

turnover rates, retirements, internal 

promotions, and effects of improved 

supervision. He or she must also 

consider the learning curve in terms of 

how long it takes for qualified human 

resource to reach full output after any 

changes have been made (Hall 2010). 

 

Human Resource Planning and 

Coping with Skills Shortage 
Skills shortage results from 

employees' separations, expansion in the 

organization, new technology or new 

product desirability. Rapid advances in 

technology causes serious mismatches 

between the jobs that are available and 

the number of people with the necessary 

skills to perform those jobs. In addition, 

rising levels of education have brought 

with them rising expectations among 

employees at all levels. As a result, 

some workers do not accept training or 

position that they believe is not 

beneficial to their careers. According to 

Maicibi 2016) by analyzing tasks, the 

Human resource planner often finds that 

an organization is not achieving 

maximum efficiency in its use of a 

certain type of talent. Some jobs are held 

by individuals who have more advanced 

skills or those who still need training. 

Sometimes the task can be done by a 

lower-level worker, rather than, say, a 

University educated employee. It is the 

responsibility of the planner to bring this 

situation to the attention of managers 

who have the authority to make the 

necessary changes and thus relieve what 

seems to be a skills shortage. 

Another approach which the 

planner might use would be to redesign 

jobs. Reducing boredom and monotony, 

and increasing comfort, often increases 

productivity (Ngu, 2015). An 

organization that faces a shortage of 

skilled warehouse workers, could build 

automated warehouses that can reduce 

the number of workers needed while 

increasing efficiency in the warehousing 

operations. Other options include 

finding machines that can do the work; 

breaking down skilled jobs into less 

skilled components or modifying the 

products to eliminate the need for the 

skill that is in short supply. 

 

The Bridge between Human Resource 

Planning and 

Implementation/Management 

Planning to procure employees should 

involve responsibilities of the human 

resource manager such as job analysis, 

job description, job specification, person 

specification, attraction process, 

selection process as well as 

induction/socialization process (Maicibi 

2016). 

In small organizations, both the planning 

and the implementation of the plans are 

undertaken by the human resource 

manager; but in large organizations, the 

planning is a strategic/ administrative 

decision that is undertaken by the 

owners or the high echelon of the 

organization, but of course in close 
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working with the human resource 

manager. 

Job analysis is undertaken based on the 

tasks to be performed, the jobs to be 

done, the objectives to be achieved, the 

goal to be met, the mission to be 

realized, and the vision to aspire to. 

Therefore, job analysis which leads to 

job description, person specification and 

final job vacancy filling by hiring is the 

bridge between human resource 

planning and human resource plans 

implementation/management because it 

is both a planning activity as well as 

implementation/management activity. 

(Maicibi 2016) 

 

Conclusion         
Generally, planning is the identification 

of objectives and preparing the 

implementation of techniques, strategy 

and action for achieving the identified 

objectives. While human resource is a 

very dynamic, complicated and 

unpredictable resource, thus, it is 

difficult to plan for and manage it. This 

is achievable through adequate planning 

for the human resource to address the 

organizational soft and hard skills, 

quality and quantity respectively. 

 

Suggestions 

Considering the forging, it is pertinent to 

suggest thus:  

i. Government at all levels must 

stand to its responsibilities in building 

and retraining of human resources for 

productivity and national development 

of its nation.  

ii. There should be new orientation 

in order to have strong consciousness 

and commitment towards our nation’s 

educational planning, development, 

management and administration through 

active community participation for 

productivity.  

iii. There should be proper funding 

of education by the government, 

nongovernment organizations. Private 

individuals parents and the society since 

no meaningful development can take 

place without adequate funding.  

iv. Development does not come by 

chance. Development is a conscious 

planned effort. Therefore all hands must 

be on desk to refocusing educational and 

human resource planning for 

productivity and national development.       
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