

Model Answer to the Exercise



1.	(10%)  According to the ITU, what are the definitions of (a)  Human Resource Management, (b)  Human Resource Development and (c)  Training.



(a)	HUMAN RESOURCE MANAGEMENT:  all activities, including those managed by the employees themselves, aimed at optimizing the utilization and welfare of an organization's employees;



(b)	HUMAN RESOURCE DEVELOPMENT:  activities designed to develop the skills, attitudes, etc., of the organization's staff.  As such, HRD forms part of the broader concept of HRM;



(c)	TRAINING:  Those activities that are required for endowing the organization with personnel capable of performing the assigned tasks (given the required knowledge and skills) at the proper time and place.







2.	(10%)  What the 5 components of the HRM subsystem in a telecommunication organization?



(a)	Strategic HRM



(b)	Personnel Planning (Manpower Planning)



(c)	Personnel Management (Administration)



(d)	Training 



(e)	Individual Development







3.	(10%)  What is understood by "HRM tools"?  Give at least 3 examples.



	HRM tools are understood to mean the guidelines, standards and procedures, forms and programmes (software) which serve as supports and aids to HRM officers.



	Examples: 



	Framework for Human Resource Strategy Development

	Guidelines for Elaborating a Management Improvement Plan

	Training Development Guidelines

	Reference Manual for Management of Telecom Training Centres

	software MANPLAN for Manpower Forecast simulations

	commercial software available for management of personnel.
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4.	(10%)  What are the principle uses of HRM indicators?



(a)	to measure the actual situation;



(b)	to establish goals/values to be attained in the future;



(c)	to know the evolution of a situation through time;



(d)	to compare, at national level, with other services;



(e)	to compare, at international level, with other telecom organizations.





5.	(10%)  The ITU/World Bank Framework for an HRM/HRD strategy identified 9 objectives.  How should these objectives be expressed/described?



	Each objective of a HRM/HRD strategy must be precisely described, using well-defined descriptors.  One or more indicators should be used for each descriptor to measure the actual situation, the target situation, and the evolution





6.	(10%)  What are the principle characteristics of the HRM/HRD strategy in a telecommunication organization?



(a)	The strategy needs to include the 3 main levels of decision of any organization, the functional and the operational levels;



(b)	The strategy needs to have pre-defined objectives at the strategic level, precisely described (using "descriptors" and "indicators");



(c)	The objectives serve as a basis for defining the organization's functions responsible for implementing or achieving the objectives;



(d)	The functions serve to identify all the activities needed for achieving the objectives at the operational level, as well as to define responsibilities and working plans.





7.	(10%)  In the ITU model, what are the 9 fields of action identified to establish objectives for a HRM strategy?



(a)	structure of the agency (organization, entity);



(b)	development of the agency;



(c)	attraction/keeping the human resources;



(d)	human resources development;



(e)	human resources utilization;



(f)	human resources involvement;



(g)	legal and social requirements;



(h)	ethics and values;



(i)	feedback.





8.	Using the “Strategic Planning Model”, the model objective #1 deals with the creation and maintenance of an organizational structure.



(a)	(5%)  What are the "descriptors" utilized to describe this objective?



(1)	clarity of the strategy;



(2)	relevance of the structure;



(3)	assigned resources.





(b)	(5%)  What are the "indicators" suggested to evaluate this objective and its goals?



(1)	CLARITY OF THE STRATEGY:  (a)  degree of priority accorded to the development and definition of the strategic objectives;  (b)  degree of understanding of the strategic objectives by employees and customers;



(2)	RELEVANCE OF THE STRUCTURE:  (c)  degree of management satisfaction with the structure;  (d)  provision for regular reviews and evaluation of structural adaptations;



(3)	ASSIGNED RESOURCES:  (f)  normal service trends and quantitative indicators of the agency's general performance comparison with other similar agencies.





9.	(10%)  Which are the functions involved with objective #1 "To create and maintain an organizational structure consistent with the enterprise's objectives and needs"?




FUNCTION 1:  design of the structure, so as to enable the agency to attain the objectives;




FUNCTION 2:  design of jobs and job families, so as to include definition of authority and accountability;



FUNCTION 3:  design of procedures, so as to work through the established organizational structure and facilitate achievement of objectives;





FUNCTION 4:  ongoing reviews of the organizational structure and work processes, to ensure their relevance;



FUNCTION 5:  planning and implementation of changes, whenever deemed necessary.







10.	(5%)  For each function discussed for the objective, a group of indicators and a group of activities were mentioned.  Is it possible to have sub-objectives for a principle objective in the HRM strategy?  Your opinion:



	It is not only possible, but convenient to have sub-objectives related to each one of the strategic objectives in HRM.  This will permit a better definition of all functions and activities needed to implement and achieve each of the strategic objectives.







11.	(5%)  Could you explain in a diagram, the relationship between the 3 decision-levels and a working plan to implement an HRM strategy in an organization?
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