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A-1.	PLANNING FRAMEWORK





		The first stage of the Manpower Planning Process could be considered as a "Draft Project Document" explaining:





--	what kind of information is necessary to implement a manpower planning policy;





--	when to obtain this information;





--	what store/retrieval system is used for this information;





--	to what use the information will be put;





--	what is the expected output;





--	what kind of reports have to be produced;





--	to whom these reports will be sent;





--	what is the process used;





--	who is the person involved;





--	what to evaluate;





--	how to evaluate;





--	the frequency of evaluation;





--	how to revise process and products.











	The following flowchart sets out in general the manpower planning process.
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A-2.	DATA COLLECTION





		Following the framework proposed in point 1, the information needed has to be defined clearly in order to avoid a wrong interpretation and utilization for the manpower planning process.








		The following kind of "table-guide" could be used:
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A-3.	FORECAST ANALYSIS/DECISION





3.1	Forecast:





	The forecast process must produce a set of possible "evolutions in numbers of personnel" by modifying certain parameters used in the calculation process.  This process should also give, for each proposed evolution, the economical consequences in terms of "personnel costs".





	As a matter of course, the quality and the precision of the results directly depend on the quality and precision of the "entry data" used, the calculation method being only an "interface" process.
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3.2    Analysis:





	Before proposing "A most probable evolution in personnel", it sounds logical to carry out a complete analysis of the solutions issued by the forecast calculation process, taking into account the following "bending" parameters:





--	staff number dimensioning proposed by the "technical parties";





--	the most probable evolution in budget, proposed at the "financial strategies level";





--	the general Human Resources Policy used by the "policy level";





--	the personnel rules and regulations used by the human resource management level.




















	The impact of each of these 4 parameters must be quantified, and each quantification clearly justified.





	The final result of the analytic process, is to design a "Personnel Forecast Analysis Report", in order to facilitate the decisions.
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3.3    Decision:





	At the end of the decision, a "Human Resources Annual Strategy" must be established.  





	A "Human Resources Executive Committee" will examine the "Personnel Analysis Report", with a view of establishing:





1.	the most probable evolution in personnel;





2.	the strategies to implement in the specific fields of:  Job Management, Training, Personnel Administration and Social Affairs.








A-4.  EVALUATION





	The general evaluation must determine to what extent a process has achieved its objectives in terms of:





--	effects on the individual level;





--	effects on the organizational level;





--	effects on the policy level.
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	On the other hand, the evaluation process must also define whether this process has been used correctly, and whether it has to be revised.





	Concerning manpower planning, the evaluation will consist of:





--	a product evaluation by measuring the distance between the forecasts and the reality;





--	a process evaluation by verifying the opportunity of the manpower planning tools used.








	In both evaluations, a "monitoring system" must be established on the basis of the choice of significant INDICATORS.





	The "Evaluation Study" must show the problems and their causes, with a view to establishing a revision strategy on the PRODUCT as well as the PROCESS.
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