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ABSTRACT

ere has been an increase in the recognition of the role Human Resource Planning plays in

proving an organization's performance. Parallel to this role of the Human Resource

Planning is also becoming more important and vital to all organizations.

The purpose of this study is to identify the factors of effective human resource planning for

ecurity services in the Near East University (NEU).

In this study, interview administrator asks with questionnaire about security services planning

ın N.E.U and done the literature survey for general information about human resource

planning.

Key words: Human Resource Planning
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CHAPTER I

INTRODUCTION

1.1 Introduction

This chapter gives a brief introduction into the field of human resource management, outlines

the research objectives, and presents the aim of the study and questions of the project.

1.2 Human Resource Management

People are vital for the success and continuing success of any organization. Therefore

organization must match right people and right job for organizational objectives.

Human Resource Management (HRM) is the management of people. The purpose of Human

Resource Management is to improve the productive contribution of people to the organization

in ways that are strategically, ethically and socially responsible. This purpose guides the study

and practice of Human Resource Management which is also commonly called Personnel

Management. This study of Human Resource Management describes the HR related efforts of

operating managers and shows how personnel professionals contribute to those efforts.

erther & Davids 1993)

HRM is critical factor for any organization. Finding, selecting and keeping high quality

employees can become a source of sustained competitive advantage. In global market

competitive factors forces companies. If companies have a consistent and success

management of people and companies will take advantage against competitors.

Companies increase the quality of sales, production and marketing in order to competitive

advantage. Companies began to attach importance human factor.
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HRM (Human Resources Management) is based on four fundamental principles. First human

resource are the most important assets an organization has their effective management is the

key to its success. Second this success is most likely to be achieved. If the personnel policies

and procedures of the enterprise are closely linked with make a major contribution to the

achievement of corporate objective and strategic plans. Third the corporate culture and the

values organizational climate and managerial behaviour that emanate from the culture will

exert a major influence on the achievement of excellence. This culture must therefore be

managed which means that organizational values may need to be changed or reinforced and

continuous effort starting from the top will be required to get them accepted and acted upon.

Finally HRM (Human Resource Management) is concerned with integration: Getting all the

members of the organization involved and working together with a sense of common purpose

(Pearson 1991)

1.3 Human Resource Management Functions

HRM (Human Resource Management) contains five functional areas. These functions:

• Staffing

• HR Planning

• Compensation

• Safety and Healthy

• Employee Relations

Human Resource Manager is a staff manager. Staff manager give to advice about

organizational activities.
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Figure 1.1 Human Resource Management Functions
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*Whether, W.B. & Davids, K. (1993) HRM

• Staffing: Staffing is filling and keeping with right people that have appropriate skills.

Staffing contains Job analysis, HR Planning, Recruitment and Selection. In addition

staffing is a function of management.

• HR Development: Human resource development is major HRM function that only

training and development. HRD (Human Resource Development) concern career

planning, development activities and performance appraisals that activities emphasize

training and development needs.
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• Compensation: Compensation is the total prize of financial benefits, non- financial

benefits and compensation is concern 'Compensation Equity' in the organization.

• Safety and Healthy: Safety and Healthy mean physical security of employees. Safety is

protecting the employees from work-related accidents. Health provides reduction of work­

related physical and emotional illness.

• Employees Relations : Employee relations meets organizational objectives and

employees' need result in a high quality of work life. In addition employees relations

contains 'Labour Union' means that organization of workers formed to promote and

protect.

1.4 The Objective of Study

1.4.1 The Human Resource Planning

Human resource planning systematically forecast and organization's future demand for, and

supply of, employees .By estimating the number and types of employees that will be needed,

the human resource department can better plan its recruitment, selection , training, career

planning and other activities. Human resource planning-or employment planning, as it also

called-allows the department to staff the organization at the right time with the right people.

In order hire to personnel on a scientific basis, one should establish in advance a standard of

personnel with which application can be compared. The standard should establish the

rnınımum acceptable qualities necessary for adequate performance of the job duties and

responsibilities to determine human abilities required for execution.
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1.4.2 The Aim of Study

The aim of study is to compare with standard of the universities security on human

resource planning with near east universities security services on human resource planning.

More specifically, the study aims to identify the factors influencing human resource planning

in the Near East University for security services to organization

1.5 Conclusion

This chapter described a brief explanation of HRM and objective of the study, aim of the

study and exploratory research.
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CHAPTER2

HUMAN RESOURCE MANAGEMENT FUNCTION OF

HUMAN RESOURCE PLANNİNG

2.1 Introduction

This chapter gives information on the human resource planning process

2.2 Human Resource planning defined

Human resource planning (HRP)-the process of systematically reviewing human resource

Requirements to ensure that the required numbers of employees with the required skills are

available when and where they are needed-can then be accomplished. Human resource

planning involves matching the internal and external supply of people with job openings

anticipated in the organization over a specified period of time. Specific quantitative human

resource plans are determined from the organizational plans. Forecasting human resource

requirements involves determining the number and type of employees needed, by skill level

and location. In order to forecast availability, the human resource management looks to both

internal resources (presently employed employees) and external sources (the labour market).

When employee requirements and availability have been analyzed, the firm can

determine whether it will have a surplus or shortage of employees. Ways must be found

to reduce the number of employees if a surplus is projected. Some of these methods

include restricted hiring reduced hours, early retirements, and lay offs. If a worker

shortage is forecast, the firm must obtained the proper quantity and quality of workers

from outside the organization. (Wayne 1992)
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Although HR planning is important for developing a strategic plan, it is perhaps even

more critical to do implementation of that plan. Thus, once the strategy is set, the HRM

function must do it is part to ensure the strategy's success, thereby helping the

organization to achieve its objectives.

2.3 Reason for Human Resource Planning

All organizations perform human resource planning, either formally or informally the formal

employment planning techniques are describes in the human resource planning because

informal methods are typically unsatisfactory for organizations requiring skilled human

resources in a fast changing labour market. The major reasons for formal employment

planning are to achieve;

- More effective and efficient use of people at work.

- More satisfied and better developed employees

- More effective equal employment opportunity planning.

More effective and efficient use of people at work

Human resource planning should precede all other HRM activities. It is difficult to envision

how an organization called effectively recruit, select, or train employees without advance

planning. In addition, efficient use of those human resources already employed by a company

can really be achieved only trough careful planning activities.

More satisfied and better developed employees

Employees who work for organization that use good human resource planning systems have a

better chance to participate in planning their own carries and to share interning and

development. Thus, they are likely to feel that talents are important to the employer, and they

have a better chance to utilities those talents. This situation of ten leads to greater satisfaction
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among employees, and it is consequences: lower absenteeism, lower turn over, fewer

accidents, and higher quality of work.

More effective equal employment opportunity planning.

Organizations are required to maintain complete records about the flow and utilization of

minority application and workers. They must also be aware of the representation of minorities

in the various department and jobs in the organizations. Government and internal utilization

reports are much easier to complete if there is thorough HR planning.(lvancevich 1998)

2.4 The Advantages of Human Resource Planning

The advantages of human resource planning to large organization:

Improve the utilization of human resources

Efficiently match personal activities and future organizational objectives.

Achieve economies in hiring new workers

Expand the human resource management information base to assist other

personnel activities and other organizational units.

Make major and successful demands on local labour markets

Coordinate different humarı resource management programs such as

affirmative action plans and hiring needs

A small organization can expect similar advantages, but gains in effectiveness are often

considerably smaller because it is situation is less complex; In fact, benefits of human

resource planning in small firms may not justify the time and costs. Nevertheless

human resource planning is useful to personnel specialist in both small and large

organizations. It shows small employers the human resource considerations they face if

they should expand rapidly. Large organizations can benefit from planning because it
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reveals ways to make the personnel function more effective, especially at a

ompany.(William and Keith, 1996)

2.5 THE HUMAN RESOURCE PLANNİNG PROCESS

Changing condition called affect the entire organization, thereby requiring extensive

modification of forecasts. Planning, in general, enables managers to anticipate and

prepared for changing condition, and HR planning in particular allows flexibility in the

area of human recourse management.

2.5.1 Human Resource Forecasting Techniques

Several techniques for forecasting human resource requirements and availability are

currently used by HR professionals. Several of the better-known methods are described

in his section.

Zero-base forecasting: A method for estimating future employment needs using the

organization's current level of employment as the starting point.

Bottom-up approach: A forecasting method beginning with the lowest organizational

units and progressing upward through an organization ultimately to provide an

aggregate forecast of employment needs.

Use of mathematical models: Another means of forecasting human resource

requirements is to use mathematical models predict future requirements. One of the

most useful predictors of employment levels is sales volume. The relationship between

demand and the number of employees needed is a positive one.
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Simulation: A technique for experimenting with a real-world situation by means of a

mathematical model that represent the actual situation.

2.5.2 Forecasting Human Resource Requirements

An estimate of the numbers and kinds of employees an organization will need at future

dates to realize its stated objectives.

2.5.3 Forecasting Human Resource Availability

A process of determining whether a firm will be able to secure employees with the

necessary skills from within the company, from outside the organization, and from

combination of the their sources.

2.5.4Surplus of Employees Forecasted

When a comparison of requirements and availability indicates a worker surplus us will

result, restricted hiring, reduced hours, early retirements, and lay offs may be required

to correct the situation. Downsizing, one result of worker surpluses, will be discussed a

separate topic.

Restricted Hiring

When a firm implements a restricted hiring policy, it reduces the workforce by not

replacing employees who leave. New workers are hired only when the overall

performance of the organization may be affected. For instance, if equality control

department that consistent of four inspectors lost one to a competitor, this individual

probably would not be replaced. If the firm lost all inspectors, however, it would

probably replace at list some of them to ensure continued operation.
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Reduced Hours

company can also react to a reduced workload requirement by reducing the total number of

hours worked. Instead of a continuing a 40 hour week, management may decide to cut each

employee's time to 30 hours. This cut back normally applies only to hourly employees

because management and other professionals typically are salaried and therefore not paid on a

hourly basis.

Early Retirement

Early retirement of some present employees is another way to reduce the number of workers.

ome employees will be delighted to retire, but others will be somewhat reluctant. However,

the later may be willing to accept early retirement if the total retirement package is made

sufficiently attractive a key point to remember is that because of the Age Discrimination in

Employment Act, as amended, retirement can no longer be mandated by age.

Lay offs

At times, a firm has no choice but to lay off part of it is work force. A lay off is not the same

as a firing, but it has the same basic effect - the worker is no longer employed. When the firm

is unionised, lay offs procedures are usually stated clearly in the labour- management

agreement. Typically, workers with the least seniority are laid off first.. If the organization is

union free, it may base lay offs on a combination of factors, such as seniority and productivity

level. When managers and other professional are laid off, the decision is likely to be based on

ability, although internal politics maybe a factor.

2.5.5 Shortage of Workers Forecasted

Faced with a shortage of workers, many organizations had to meet their needs. Some actions

that were taken includes are; creative recruiting, compensations incentives training programs,

different selection standards.
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2.6 Factors of influencing on HR planning:

2.6.1 Political & Economical environment

The economic policies, politic choices and legal responsibilities are affecting demand of

workforce for the enterprises which have activity in the countries. The development velocity,

employment rates, investment and tax policies, politic stability and having economic crises

frequency of a country is a major environmental factors for all firms and of course it is been

careful and considerate into affects of these factors to HR policies and HR planning.

2.6.2 Competition

The sector of the organization, the characteristics of the product and it's market, the number

of the competitors, the role of good into market, the structure of HR of competitors, and their

policies are all very important factors during planning period.

2.6.3 Technology

The technological improvements which are determining the output for each work hour can be

caused the reduction in labour force need. Decrease of quantitative labour force need, there

can be the differences of qualitative labour force.

2.6.4 Firm's Strategy

In the global market which the density of competition is very high, the strategic management

period for HRP has become very important to make decisions and implementations., The

individual implementation of HRP in other words, the finding of workers, selection,

12



education, performance appraisal, promoting, and lay off activities must be designed and

implemented according to specific organizational strategies.

2.6.5 Existing Work-force

The frequency of labour in the organization, the rates of inconstancy and the reasons of them

and the planning of future estimates are very important. The labour force quality,

qualifications, knowledge, skills and educations with the looking point to the organizational

needs are also important in the effectiveness ofplanning (Sabuncuoğlu 2000).

2.7 SECURITY PLANNING IN THE UNIVERSITIES

2.7.1 Job Description

1. Supplying the security of the university members in the university

2. The security of the university buildings and storage places,

3. The security of the open places of the university and external places

-'· Security of the roads of the university

5. Securities of the cars and other internal machines

6. In some situations, the provide security of the top management members of the university

7. Security of the V.I.P visitors of the University and in some cases supplying near personal

security of visitors

8. Taking precautions in ordinary situations like war, sabotage, fire, torrent, earthquake and

etc.

9. Performing the duties of Civilians Defence Organization in the University

10. If needs supplying additional security

11. Preventing not smoking in University campus places
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