T.C
BINGOL UNIVERSITY
GRADUATE SCHOOL OF SOCIAL SCIENCE
BUSINESS ADMINISTRATION DEPARTMENT

THE ROLE OF HUMAN RESOURCE PLANNING IN ACHIEVING
ORGANIZATIONAL STRATEGIC GOALS — A CASE STUDY AT
UNIVERSITY OF RAPARIN IN RANYA

PREPARED BY:
ARWAND HAMAD AMIN AHMED

MASTER THESIS

SUPERVISOR:
ASSIST.PROF.DR.NAZIF DEMIR

BINGOL - 2017






T.C
BINGOL UNiVERSITESI
SOSYAL BILIMLER ENSTITUSU
ISLETME ANABILIM DALI

ORGANIZASYONEL STRATEJI HEDEFLERINI GERCEKLESTIRMEK
ICIN INSAN KAYNAKLARI PLANLAMASININ ROLU -
RANYA RAPARIN UNIVERSITESINDE ORNEK BiR ARASTIRMA

HAZIRLAYAN:
ARWAND HAMAD AMIN AHMED

YUKSEK LISANS TEZi

DANISMAN:
Yrd.Dog.Dr.Nazif DEMIR

BINGOL - 2017



CONTENTS

CON T ENT S ..t e st b e e e e e e e s s e bbb r e e e e e e e e s s sabbebees |
BILIMSEL ETIK BILDIRIMI ..ottt 1
OINSOZ ...ttt ettt et ettt e et et et et et et et e et et e e et e et e eneeans v
ACKNOWLEDGEMENTS ..ottt V
(@ )4 =3 [OOSR PR TR PO UTRPPRPTURRRTRTR Vi
A B ST R A CT et e e e e e e e e e s s r e e e e e e e s aarrres VIl
LIST OF ABBREVIATION ..ottt sbbare e VI
LIST OF TABLE......c oo aaba s IX
I SR IO O Y X
LIST OF FIGURE ... .ottt e s e e e s s sababares Xl
CHAPTER ONE: LITERATURE REVIEW......ccccteie e 1
1.1 ESSENTIALITY OF HR PLANNING IN RAPARIN UNIVERSITY ..covvvviiiiiiiieeiieeeeeeeeeeeeeeeeens 1
1.2 THEORIES AND MODELS OF HR PLANNING .....vvtviiiiieeee sttt sarreree s e e sansnees 4
1.3 IMPACT OF HUMAN RESOURCE PLANNING ON ORGANISATION GROWTH AND

SUSTENANCE 111ttiiiiiiiiiittbtiettee e et s sisbbbe e e s e e e st s sata bbb e e e e s seessssab bbb b e eeaesesssasab bbb beeesesesssaabbbaaneeeas 7
1.4 ROLE OF HR PLANNING IN BUSINESS MANAGEMENT ....ococtvrrieiiieeeniiiirereeeeeeesssennnns 10
1.5 IMPORTANCE OF HUMAN RESOURCE PLANNING ....cccccoiiiiiitiiiiiie et 12
1.6 HUMAN RESOURCE PLANNING AND DEVELOPMENT IN ACADEMIC SECTOR .............. 13
1.7 IMPACT OF HUMAN RESOURCE PLANNING ON EMPLOYEE PERFORMANCE.................. 14
1.7. 1 PLANNING STRATEGY .uttttiitiieiiiiiittitieeeeeesssisitsbesesssesssssssbssesssesssssssrssesssesssssnssssnes 15
1.7.2 WORKFORCE PLANNING ..ciiiiiiiiiitttitetieeeesssiistbbetesssesssssbbbaaessseesssssasbabesssesessssssssnes 16
1.7.3 PROCESS OF HUMAN RESOURCE PLANNING ....vvviiiiiiiiiiiiiriee et eeinnns 17
1.8 HR DEMAND AND SUPPLY FORECASTING .....ocotvreiiieieeiiiitirieeeeeeessssasrsresesesssssnsnssnes 18
1.9 THE HR PLAN TO IMPROVE EMPLOYEE PRODUCTIVITY ..uvvrvieiiieeiiiiiiiireeeeeeeessennnns 20
CHAPTER TWO : RESEARCH METHODOLOGY .....ooooectieeiieeee i 22
20016 Lo 1 0] 22
2.1 BACKGROUND OF THE RESEARCH .....cccuttttiiieieeiiiiitttiereieesssssssssesssssessssssssssssssssesssins 24
2.2 RESEARCH RATIONALE ......utttiiiiiieee s s siitttetir e s e s s s s sbbbtressseesssssssbbbesssssesssessssbesessseesssins 27
2.3 AIMS AND OBJIECTIVES ...cttteieiiieeesssisttteeesssesssssssbtsessseessssssbbbesesssessssssssrasesssessssins 29
2.4 RESEARCH QUESTIONS .iiiiiutiteeeitteeeesitteeeeeisteesessbseesssasssesesasssesessssssesssnsssesesanssens 30
RN IO 1 |5 1R 30
2.0 PROBLEM STATEMENT ..ot ittttttiiieeesssisttreteresesssssasbsresssesssssssbtbesssssesssssssbresessseesssins 31
2.7 IMPORTANCE OF THE RESEARCH .....ooiitttteiiieie e s sesttttier e s e e e s s sssbtbeeesssessssssssbasensseesssins 32
2.8 STRUCTURE OF THE RESEARCH ....ccoiiiitttieiiie e e e s seetbttter s s e e s s s ssasbtbeeesssessssssssbasensseesssins 33



2.10 RESEARCH PHILOSOPHY ...ttt e e e e e e eeeee e e e e e e e e eee s 36

2.11 RESEARCH ONION ..iiiiiiiiiiiieiii e e s siitt et e e e s st b it e e s s e e s s s seabb b b e e e s s s e s s sssabbbasnesaeesssias 37
2.12 RESEARCH APPROACH. ... .uuttiiiiieiiiiiiitireiie et e e s s s sbbbbies s s e e s s s seasbbberesssesssssssbbaseesaeesssins 37
2. 13 RESEARCH DESIGN .....coii ittt ettt e e s st b e e s s s e s s s s sabbbaree s e e e e s as 38
2.14 DATA COLLECTION METHOD.....ccciiiiitttreiiieeeesseiiibrressseesssssssbsbesssssesssssssssssenssesssssns 38
2.15 QUESTIONNAIRE METHOD ....teiiitiiiieiieeateeaieeesteesseeabeesieeasessseessessseesssesssnesnsesssnens 39
2.16 SAMPLING METHOD ....ciitittttiiiiieee s s sttt beeee et e s s s s sbababes s s e e s s s seabbbbaeesssesssesabbbasnesaeesssins 41
2.17 DATA ANALYSIS AND EVALUATION ..uttviiiiiiii ittt e s iabbeeee s e e e 41
2. 18 RESEARCH METHODS ......utttiiiiiieieiiiiitireeee e e s sibbrre e e s e e s s s sebbbbae e e s s e s s snsabbbareesseessnin 41
2. 19 RESEARCH ETHICS ..oooiiiiiiiiiite ettt et e e e abb b e e e e e e n 42
2.20 RESEARCH LIMITATIONS ..uutttiiiieieiiiiitttereeeeesssssitabsreeeseesssssssbsrssesssesssssssssssessssssssins 42
2.21 SUMMARY L.iiiititiiit ettt e s st e e e s e s st e bbb et e e e e s s s s bbb e e e e e e e s s se bbb e b aeeeeeennias 43
CHAPTER THREE : FINDINGS AND ANALYSIS.........ccoii e 44
3.1 FREQUENCY ANALYSIS coiiiiiiiiiitiieiiee et s e sisibbtree et e e s s s ssababaaee s s e s s s s sbbbabessseesssssabbbeaeeesas 44
3.2 DESCRIPTIVE ANALYSIS...cciiiiiittiteiiieee s st iiitibareeese s e s s ssiabbbaaeessesssssbbbabessseesssssabbbraeeesas 67
3.3 CORRELATION ANALY SIS it iiitttteieieeeiiiiiititrreeesee st s ssisssrasesssessssssssbssesssssssssssssssssssess 68
T B ] 1o U1 1] [0 PR 69
3.5 HYPOTHESIS TESTING RESULTS 11rviiiiiiiiiiiiirtieeeieesssiiisrsreseessessssssssssesssessssssssssssssness 70
CONCLUSION AND RECOMMENDATIONS ... 72
(70] N0 I 1< ] N R 72
RECOMMENDATIONS ....ovtiiitiieteeeteeeeeeeseessssssesessseseeesseeseseeesereseestesessrseersrerrerrererererrrerrreens 73
FURTHER SCOPE ...oeiiiiiiiiieiieeeeeeeeeeeeeeeeeeeeeseeseeeseeeseeesseesessesssssssessessssesessssessaseesssesssssssennees 74
= = 2 = N[ =L 75
APPENDIXES ... .o 83
QUESTIONNAIRE ENGLISH....ccutiiiiiiiiieitie sttt sttt ae e sneeennee s 83
(0746 21011/ 1 1R 88



BIiLIMSEL ETIiK BILDIRIMIi

Yiiksek Lisans tezi olarak hazirladigim “ORGANIZASYONEL STRATEJI
HEDEFLERINI GERCEKLESTIRMEK ICIN INSAN KAYNAKLARI
PLANLAMASININ  ROLU - RANYA'DA RAPARIN UNIVERSITESINDE
ORNEK BIR ARASTIRMA” adli calismanin 6neri asamasindan sonuglanmasina
kadar gecgen suregte bilimsel etige ve akademik kurallara 6zenle uydugumu, tez igindeki
tim bilgileri bilimsel ahlak ve gelenck ¢ercevesinde elde ettigimi, tez yazim kurallarina
uygun olarak hazirladigim bu calismamda dogrudan veya dolayli olarak yaptigim her
alintiya kaynak gosterdigimi ve yararlandigim eserlerin kaynakcada gosterilenlerden

olustugunu beyan ederim.

29/ 5 /2017
Imza

ARWAND HAMAD AMIN AHMED



ONSOZ

Tezin guncel konusu, Ranya'daki Raparin Universitesi'nde organizasyonel stratejik
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OZET

Tezin guncel konusu, Ranya'daki Raparin Universitesi'nde organizasyonel stratejik
hedeflere ulasmada Insan kaynaklar1 planlamasinin rolii ile ilgilidir. Arastirma bes
boliimden olusuyor: tanitimlar, kaynak tarama, arastirma metodolojisi, bulgular ile
analiz, sonug ve Oneri. Birinci boliimde, arastirmaci arastirma hedeflerini belirler. 1K
Insan Kaynaklar1 planlamasinin énemini, is hedeflerine ulasma yani sira artan is

performansi i¢in IK planlama iyilestirmesi icin uygun stratejiler 6nerilir.

Arastirmanin konular1 ve onemi de birinci béliimde degerlendirilmektedir. Ikinci
boliimde, IKY, IK planlama ve IK stratejileri hakkinda mevcut ve mevcut literatiirler
degerlendirilmektedir. Uciincii boliimde arastirma yontemleri segilmistir. Bu arastirmada
pozitivizm felsefesi, timdengelim yaklasimi, anket stratejisi ve betimsel tasarim dikkate
alimmistir. Seg¢ilen metodolojik araclara dayanarak, veriler toplanir, anket kullanilir.
Dordiincii boliimde frekans, tanimlayici ve korelasyon Pearson gibi analiz araclar ile
analiz edilen birincil ham veriler toplanmaktadir. Aragtirmanin son bdliimiinde bulgulara
dayanarak sonug toplanirken, hedefler toplanmis ve analiz edilen nesnel bilgiye dayali
olarak test edilmistir. Gelecekteki arastirma ve aragtirma sinirlamalari kapsamina da

burada yer verilmektedir.

Anahtar Kelimeler: insan Kaynaklar1 Planlamas1, Orgiitsel Stratejik Hedefler, Raparin

Universitesi
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ABSTRACT

The current topic of the dissertation is about the role of Human resource planning in
achieving organizational strategic goals in case University of Raparin in Ranya,. In order
to investigate this, the research is divided into five chapters-introductions, Literature
review, research methodology, findings and analysis and conclusion and
recommendation. In the very first chapter, the researcher has developed the research
objectives namely to understand the importance of HR planning, importance of HR
planning in achieving business objectives as well as to recommend suitable strategies for

HR planning improvement for increased business performance.

The research questions and importance of the study is also evaluated in the first
chapter. In the second chapter, current and available literature on HRM, HR planning,
HR strategies are evaluated. In the third chapter, research methodologies are selected.
For this research, positivism philosophy, deductive approach, survey strategy and
descriptive design are taken into consideration. Based on the selected methodological
tools, data is collected. As survey is used, primary raw data is collected which is
analyzed in the fourth chapter with analysis tools like, frequency, descriptive and
correlation Pearson. In the very last chapter of the research, based on the findings, the
conclusion is drawn whereas the objectives are tested based on the objective knowledge
gathered and analyzed. The scope of future research and research limitations are also
included here.

Key words: Human Resource Planning, Organizational Strategic Goals, University
of Raparin
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CHAPTER ONE: LITERATURE REVIEW

1.1 Essentiality of HR planning in Raparin University

Human resource management is one of the main aspects in contemporary
business scenario consisting of competitive market. The requirement of human
capital in a business house or any other organization can be easily fulfilled by it. It
relates the business strategies with organizational operations. Globalization instigated
the need of proper human resource planning. It also helps in delivering qualitative
product in affordable costs (Armstrong, 2009, 21). Furthermore, the principle of HR
planning suggests that man power of an organization should be enough in order to
achieve the desired goals. It helps an organization stand firm in the world of

competition.

In the context of Raparin University, there is an urgent need of proper human
resource planning for the progress of scientific level and inaugurate more
departments. In order to do so, the university has already developed a human
capacity development program so that efficient as well as loyal employees can serve

better for the organization’s success (Raparinuni.org. 2013, 4).

In Raparin University, the effective human resource planning is being asserted so
that the organization can serve the society in a better and beneficial way. The
effectiveness of the human resource planning is directly involved with employee
management. It motivates the employees to perform better in an organized manner.
In order to gain success the mission and vision of the university is directed through a
viable human resource planning. It helps in motivation the post graduate students to
studying in foreign universities. In this university, the guiding principles are

partnership, stewardship and excellence (Chadwick, 2005, 205).

These principles guide the university in decision — making capacity of the human
resource by measuring the missions of the university. It fosters an environment
allowing the students, faculties, staffs, and, other organizational units to excel and
lead. It also supports retention and recruitment of high caliber staffs, faculties and
students. It complies with all laws, regulations and policies that are applicable. It
leads in quality and innovation. It also employs best practices by promoting fairness



and equity. Moreover, it helps in fostering inclusion and diversity. It demonstrates
resource stewardship and fiscal responsibility. Ethical behavior is promoted with the
organization (OWOLABI, and MAKINDE, 2012, 84). The University of Raparin

focuses on the following point for performing better locally and internationally.

In order to do the needful, they have created an education as well as research
work with those of foreign universities. Training of the teaching staffs is the prime
responsibility for the production of human resources that are based on international
experiences. The university is working towards changing the teaching language into
English that is based on the university’s capacity in order to orientate certain

programs that is compatible to global language.

It has promoted various educational programs on mutual interests with the
university’s partners (Clardy, 2008, 186). Moreover, the HR management plans to
work from international networks like foreign embassies, NGOs and consulates.
Hence, the foreign researches have got ample chance to do their research at this
university based on its capacity. The planning further goes in hosting international
events for promotion of the university’s profile worldwide. It is increasing the
number of students studying abroad by investing more time getting needed
scholarships (Grieves, 2006, 57).

The HR management is also looking after strengthening the English language
capacity of first year’s students so that they can perform better in foreign universities
in pursuing higher studies. Promotion of exchange of academic programs both for
students and staffs are taking place. The focus on university curriculum and
assurance of quality is ensured by the HR management planning (PARIS, K. 2003,
91).



An image showing the proper human resource planning is being given below.

Structuring/Description
of Work and Processes

o

Compensation and Benefits
,Q/‘/

Training and Development

Selection and Hiring

Career Development

i

Succession Management Performance Feedback
and Management

Figure 1: Human resource planning

Source: (Crystalgraphics.com. 2016, 3)

HR planning goals at fulfilling the objectives of manpower condition. In
addition, it assistances to mobilize the recruited resources for the productive
activities. The HR planning is an important manner aiming to link business strategy
and its process (Gilbert et al, 2015, 608). Moreover, the importance of HR planning
is warrants that individuals are available to provide the continuous smooth operation
of an organization. It means, HRP is regarded as a tool to assure the future
availability of manpower to move on the organizational activities. It decides the
future needs of number and kind.

HR planning is significant to cope with the change associated with the external
environmental reasons. It aids assess the current HR through HR inventory and
adapts it to exchanging technological, political, socio-cultural, and economic forces.

Another purpose of Human resource planningis to recruit and select the most


http://accountlearning.blogspot.com/2013/01/significance-or-importance-of-human.html
http://accountlearning.blogspot.com/2013/03/distinction-between-recruitment-and.html

capable personnel. It determines HR needs, assesses the available Human resource
inventory level and finally recruits the personnel needed to perform the job.

HR planning identifies the skill wants for various levels of jobs. Then it organizes
various training promotions to impart the required ability and skill in employees to
perform the task efficiently and effectively.

HR planning measures that the organization utilizes and acquires the manpower
successfully to achieve goals. HR planning helps in assessing and recruiting skilled
HR. It focuses on the utilization optimum of HR to minimize the overall cost of

production.

This is attendant with reducing the impact of uncertainty which are brought by
unsaddle changes in processes and procedures of HR managementin the

organization.

1.2 Theories and models of HR planning

HR theories and models are important for the manifestation of relationships
between stakeholders and employees of an organization. According to Harvard
model, the stakeholders are significant in the matter of organizational development
and employees’ overall growth. This model can also be applied in a long term
planning. Raparin University follows this model and plans accordingly (Hussey,
2006, 1). This model has put the workers’ satisfaction level at the secondary place
while importance of the stakeholders’ are placed in primary place. Corporate strategy
is influenced by both internal and external factors, and, is formulated in the top
management level. Internal environment formulates both corporate and business

strategy. External environment affects business strategy (Comer, B. 2016, 16).

A prime component of human resource planning is forecasting demand. It is
necessary to forecast the type and number of people needed for achieving
organizational goals. Exist in an open system with a variety of organizational factors
like technology, competitive strategy, productivity and structure that influence the
labor demand. Utilization of modern technology is related to more demand for
knowledgeable workers and less demand for low skilled workers. Certain external
factors like liberalization, capital market reforms, liberalization, the online trading

systems, etc, have led to the increased demand for finance professionals.


http://accountlearning.blogspot.com/2013/01/concept-and-meaning-of-recruitment.html
http://accountlearning.blogspot.com/2013/01/concept-and-meaning-of-recruitment.html
http://accountlearning.blogspot.com/2013/01/significance-or-importance-of-human.html

Organizations encouraging latest technology in power, construction, software,
automobiles, etc. have influenced the technicians and engineers worth. Forecasting is
viewed as an art. It provides inexact approximations and not exact results (Lorette,
K. 2015, 2).

Moreover, an organization’s strategic plans, production forecasts and sales are
involved in HR planning. HR planning is involved with the workforce factors. The
employees’ retirement, a resignation, terminations, leaves, deaths affects the
organization. Productivity depends on the technology, work, capital expenditure,
employee motivation and skills. The existing labor cost, including overtime, benefits,
training puts a financial constraint on the manpower. Quantitative approaches like
the mathematical or statistical techniques are mainly used by the professional

planners and theoreticians (Hussey, 2006,2).

Trend analysis forecasts requirements of employees based on organizational
index is an important approach for projection of HR demand. Sophisticated HR
planning methods involves multiple predictive techniques and modeling. Various
mathematical models are used to create HR needs like budget and planning analysis,
and, optimization models. In case of qualitative approach, it is less statistical. It
reconciles the abilities, interests and aspirations of individual workers with the
present and future workers’ demands of an institution. In big or small institutions, the
planners rely on the expert in preparation of forecasts staff requirements. Managers
use expert forecasts for estimating HR requirements. Another qualitative forecasting
technique or method is Delphi technique (Locke et al. 2009, 4). It decreases the
forecast’s subjectivity by involving a team of individuals who are pre-selected and
therefore solicits and summarize the judgments. This methods work especially in
those situations where staffing levels are affected by dynamic technological changes
(Rasel, 2015, 3).

The human resource planners’ use systematically advanced techniques on the
basis of workforce analysis that determines the influx rate and employee outflow.
The labor turnover rate or absenteeism rate are calculated by it. Workload analysis is
used by the HR planners to calculate the number of people needed for distinctive
jobs through a planned output. Job analysis finds out the skills or abilities that are

needed to perform the job efficiently. Job description as well as job specification is



the key factor that helps the employees to function effectively. Then, forecasting
supply arrives. An organization, after forecasting its future requirements for the
workers, searches the place from where all the requirements can be fulfilled. Supply
analysis adds procurement planning. It scans both the internal and external
environments for the best suited candidate for the particular position (Mabey and
Salaman, 2007, 16).

The HR managers always look for the internal sources for recruitment. It is cost
saving and is already available in the institution. The employees profile is thoroughly
maintained. They use these profiles in case of growth, transfer, promotion, etc. In
educational institutions like Raparin universities, the teachers and staffs profile are
thoroughly analyzed for any special recruitment, wings change, promotions and other
benefits. An internal supply analysis is done with manning charts and staffing tables,
Markov analysis, skill inventories and replacement chart. External sources counts
when the cost of labor procuring from internal sources is greater and the present

employees are not spared for the upcoming assignments (Mello, 2006, 125).

HR is valuable up to which it helps organizations create unique strategies that
capitalize on chances and diminishes threats. HR is non-substitutable when alternate
ways to gain the benefits the HR provides is impossible to get. Rare HR provides
strategic advantages to the corporation which owns it.

Competitors find it hard to spare resources that are difficult to imitate. Some of
these are protected by various legal means, including trademarks, patents, and
copyrights. HR-based theory also focuses on the merit of an old saying “the entire is
greater than the sum of its parts”.

Strategic resources can be created by different strategies and resources, pushing
them organized in a way that cannot be copied. Characteristic strategic resources
from other resources are important. Cash is an important resource. Tangible goods,
including car and home-based are also vital resources (Holstius and Malaska, 2003,
92).

In addition, the employees keep themselves updated on daily basis. Special
trainings are given to the employees of the institutions in order to upgrade their
skills. Manpower gap determination is another important stage to balance the

demand and supply gap. The institution repeats a same step operating in multiple



environments. Moreover, in this short frame of study it would be impossible to
mention all the theories and models related to HR planning (Johnson and Johnson,
2016, 125).

In relation to Harvard model, it can be said that, the models depicts that planning
has been observed to be based on the projected or manifested relationships between
the stakeholders of the organization and the employees. However, other models of
HRM may concentrate on the stakeholders, but the Harvard model of HR planning is
convinced regarding the fact that stakeholders are as significant as the development
and growth of the employees. This model can be applied in the context of long term
planning and instances can be delivered in terms of Raparin University that employs
long term planning regarding the advancement of the HR department (Thite, 2011,
31). Therefore, it has been realized that this model puts the satisfaction of the

workers in the secondary place while placing the stakeholder’s importance at the first

place.
Work
system
A
Figure 2: Harvard model of
HR planning
Employee
influence
Human resource Rewards

flow

Source: (Johnson and Johnson, 2016, 22)

1.3 Impact of human resource planning on organisation growth and
sustenance

In Raparin University, a good human resource planning deals with the qualitative
estimates taken from the managers. It results in proper inventory of skills. Skill
inventories are very simple and are manually kept or maintained and detailed as

important part of HRIS, that is, Human Resource Information System. The



affirmative action goals that are set by the organization are being input to the HR
demand and supply needs. The affirmative action goals are considered as numbers,
whereas, skills are taken as a part of the HR requirements and also inventory (Peery
and Salem, 2007, 88). The need of affirmative action goal is the reflection of
influence of environment on the organization. Therefore, the human resource
planning considers the objectives, structure, culture and human resource management
in the total process of planning (Azzam, A. and Jaradat, S. 2014, 19) HR planning
reflects the trends and issues of the environment that has great impact on the
management of the institution. Certain governmental regulations that are involved
with equal opportunity, health and safety, superannuation and affirmative action are
integrated with the activities and objectives of human resource management.
Changes in the total population’s demographic composition affect the availability
and also type of labor or teaching staffs. Hence, the Equal Employment
Opportunities and Affirmative Actions of the university are impacted by it. The
growing employment f women faculties is dependent on the facilities of child care,
part time work or teaching, job security during child bearing time, maternity leave
and parental leave (Wright, 2010, 189).
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Figure 3: Human resource planning in organizational growth and sustenance
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An effective human resource planning enables the institution to be proactive and
shape its own destiny. Therefore, Raparin University is less surprised by new
development or problem. The stakeholders who are affected by the institution are
therefore, involved in the process of planning. Thus, the institution gets valuable
feedback efforts and areas of improvement.es, classified staffs and academic staffs
together bring a unique perspective to the whole process. Involvement in the
planning process led to the employees’ commitment to the organization’s goals
(Turnley and Feldman, 2002, 910). Active involvement of the stakeholders helps to
create organization’s external advocacy. Hence, employers support new degree
program and improved curriculum. Stability of the university is confirmed in spite
of leadership changes. It also creates an enlarged decision making group through the
active involvement of operational and middle level of management (Analoui, 2007,
22).

Quality improvement as a result of HR planning focuses on the operation end
(Human Resources University of Michigan 2016, 6). Critical processes are carried
out regularly. It provides a complete framework in which processes and quality tools
are utilized. HR management planning and consistent improvement of quality
improve the organization’s ability for meeting the needs and demands of both

internal and external stakeholders.

A successful HR planning led to successful recruitment process. In addition, it
helps in achieving many goals because it supplies sufficient amount of suitable
applicants in order to fill certain vacancies by low cost. It also increases the
effectiveness of staff selection process and HR stability (Herriot and Pemberton,
2005, 33). The special efforts of training and examining are less burdened by a

proper management system.

The based term of HR management covers “the concepts, strategies, which
organizations use to manage and improve the people who work for them” The only
key difference between international HR management and HR management is the
fact that one relates to multinational companies and the other to based organizations
(Du Plessis and Beaver, 2008, 171).

The strategic plan in education was viewed as a tool to articulate organized mission

and vision help resources, and promotes organizations focus. Thus, many of the early



strategic planning efforts produced documents that described the institution, but did
little to motivate a manner.

These often sowed the sources of discontent within the organization, since many who
participated in the process used up long hours on the plan’s development and then
saw relatively implementation (Hinton, 2012, 25). Whatever the approach, the main
to success is to devote the time and HR it takes to improve a policy and practices
strategy for your business. It is sage to invest in people of the organization because
they build the organization. It's an investment that can be responsible for enormous
dividends in terms of increased productivity and litigation. Nonetheless, it is an
essential component of your comprehensive people strategy and HR is responsible

for overall nurture and growth of this domain.

1.4 Role of HR planning in business management

As per (Scullion and Collings, 2011, 12). The business owners usually prepare a
business plan before the start of any new business. However, small business owners
do not include HR planning in their overall business plan on a regular basis.
Nevertheless, it is of utmost importance to forecast the needs of the employees
properly. Failure in the matter of market threats assessment can surely jeopardize the
business viability. The success of any business is directly linked with its workers
(ANYIM, F. 2012, 41). Underachievement led to failure in the workplace. It is very
costly to hire wrong people and failing to recognize hiring needs fluctuations.
Therefore, planning of human resource helps to be sure that the employees have the
correct amount of skills and competencies needed for the particular business. HR
plans always work hand in hand with the business plan in order to determine the
necessary resources needed for goal achievement. It helps in better preparation of
staff turnover, strategic hiring and recruitment. It further alleviates stress in time of
emergency (Pollitt, 2010, 45).

Forecasting demand is an important part of planning in business management.
This creates a clear idea about the present situation of the business along with its
revenues and sales. The financial success of any business is tied to the HR planning.
Fewer employees are unable to fulfill varied demands that can further turn away
happy customers (Bradley, J. 2015, 2). Every business owner is proactive. If the
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owner is well aware of the current situation of business, He can recruit employees
who are willing to grow the organization and meet the needs. If the owner is
enthusiastic about bringing new talents to the organization on —board and are
optimized about company’s success, the employees also happily helps the owner in
meeting goals (Hatcher, 2009, 1).

Another important role of HR planning is to find balance between efficient
service and effective employees. All businesses have ups and downs. In every
organizations time comes when the business is booming and all the employees are
very busy meeting deadlines, coping with sales, filling targets, quenching customer
queries and dealing with marketing matters. On the other hand, sometimes business
go through a downtime and slow and the employees are not busy. Smart business
owners keep some side works or projects in order to keep the employees busy. They
always ask for inputs from their employees (Mostaghim et al. 2013, 2).

The downtime is actually the perfect time for exploring new ideas. It keeps the
workers engaged and further results in productive business without sacrificing a lot.
This helps in effective team building, communication between staffs and board

members increasing in greater satisfaction, organization’s vision is shared, and,

Human Resources Management

<] HR Planning
"l strategic HR planning; [
job design
Retaining T
employees Attracting
compensation; employees
maintenance; labor recruiting; selecting
relations; separation +
I Developing I
- employees =
training & development;
performance appraisal
= http :// www._themanagementskills.com

increase productivity. Simultaneously, HR planning helps in proper evaluation of
size, nature, application and distribution of human resources for accomplishment of
the required demands (Noe, 2006, 43).

Figure 4: Role of HR planning in business management

Source: http: //www.themanagementskills.com
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1.5 Importance of Human resource Planning

Planning according to Askegren (2005, 34), is a defined work which demands

concentrated effort that is implemented to help in completing the work in a smooth

manner by eliminating complications from the existing system. Planning is always

implemented with a purpose. It is a process of gathering information, which would

help managers as well as supervisors in taking proper decision. Information, which is

finally obtained at the end of the process, is utilized to consider advanced actions for

meeting organizational goals (Grieves, 2003, 34).

An organization benefits immensely by implementing human resource planning

approaches. Some of the key benefits that could be detailed below are;

i)

i)

Plan for substantive reason in order to attain practical effect by managing
the use of available resources or by making the resources flexible and
help in solving inherent issues.

With the help of an apt plan, the organization is able to understand the
present issues that might lead to confrontation in future, hence help in apt
management of the challenging environment.

Planning for communication flow within the organization and maintain
connection between HR plans and business plans to ensure cooperation

between the departments.

Human resource planning is considered within the context of an organization. The

process help in successful forecasting of future people requirement within the
organization (Bratton and Gold, 2000, 12).

The importance of HRP could be elaborated below;

Human resource planning helps in identifying future staff needs of the
organization. If there is a surplus or shortage of staff in an organization,
the issue could be solved by implementing at planning. Historically as a
result of effective HR planning activity, public sector companies suffered
immensely till 1980s and often found them either overstaffed or dearth in
employees and adopted either recruitment measure or elimination of
employees (Hatcher, 2009, 1) Labor problem will be solved only through

adequate human resource planning.
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ii. With time human resource planning has evolved as an integral aspect of
strategic planning. The human resource planning helps in developing
effective processes for adopting key strategies to implement new staffs.
HRP is essential at the recruitment stage and assist in considering apt
decision to help organizations in adapting effective structure, process and
human resource (Sanders et al, 2008, 416).

iii. In courtiers where there lies a pool of educated unemployed, the HR
manager is burdened with the duty of selecting and recruiting right people
at the right position within the organization so that the desired position is
filled with an individual with effective skill (Swanson and Holton, 2009,
112). The plan also aims at addressing the issue of frequent staff shortage.
Manpower planning is a process which helps in improving the system in
the form of skill development and ensures that the skilled manpower is

managed in a proper manner.

1.6 Human resource planning and development in academic sector

Empirical study puts forward the concept that the human resource planning
occupies an important role in forecasting future demands of the organization and it
further assist in managing human resource demands as per the inherent needs of the
company in a planned way. Those companies that consider employees as an asset of
the organization specifically adopt human Resource planning according to the studies
of Elegbe (2010, 37).

There are several factors, internal and external which influence the human
resource planning of the organization and align the people management planning
with strategic planning and management approaches (Sheehan and Cooper, 2011,
757).

Since the organization has to constantly focus on planning organizational
activities and ensure apt business performance, academic organizations in particular
emphasis on working on numerous issues of human resource planning, such as
streamlining the flow of communication across the several departments of the
organization, recruitment and planning, employee motivation and satisfaction etc, to
significantly enhance the overall performance of the academic institute (Askegren,
2005,41).
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It has been further studied that the HR plays strategic role in managing and
planning human resource activities within an organization. In relation to this it has
been studied from Askegren (2005, 68) that the strategic role of human resource
planning does not only aim at meeting short term organizational goals, but also help
in meeting several crisis and unexpected situations. Hence, it has been identified by
Venkatesh (2012, 47) that human resource planning plays a significant role in human
resource management and this process if utilized in a proper manner would help in
dealing with human capital that would help the organization in getting competitive
advantage in the prevailing market. Human Resource planning in the academic
institutes hence involves a process through which employees maintain best level of
interaction with their jobs, and the planning further assures that there are right
numbers of employees in the organization. Key functions of human resource
planning includes, labor forecasting, managing employee demand as per the supply
of manpower in the market and maintain balance between labor supply and meet
demand predictions (Huang, 2004, 47).

1.7 Impact of human resource planning on employee performance
Performance efficiency improves after employee training, and in this respect,
Meijerink et al. (2013, 1529), mentioned that without apt HR planning an
organization could not attain its goals. Human resource plan sets the base for all
activities connected with human resource activities. Ulrich added that HR planning
assist in developing organizational functions in a strategic manner. It is with the help
of a proper plan that areas than need special attention are identified and also specially
attended to grow and succeed. It is planned process through which the need for
employees are training is identified and gaps are identified in performance so that
effective alternative strategies could be implemented for improvement in overall
performance. Performance improvement according to Werner (2014, 134), should be
implemented in a planned manner so that the performance system is managed well
and an overall environment of motivation is nurtured which employees work in

absolute committed manner.

Organizations are affected by many internal and external factors that change the

nature of individual need for skill sets and job roles. An HR strategy linked to the

14



organizational strategy is superior placed to anticipate any such change (Maina and
Kwasira, 2015, 1575).

Employees who are trained and supported in their jobs tend to be more contented
and more productive. Moreover, organizations with a positive reputation face hurdles
to effective recruitment. These factors are important elements in accepting why HR

strategy link to organizational strategy (Afzal, 2013, 176).

In business, this means you need to have clear reporting structure. It is the duty of
HRM to define and set rules for employees. It's needed to clearly state the
consequences for violations of behavior standards. In addition, clear consequences
help to ensure that choices for dealing with violations are not limited. To establish
the principles and violation consequences, it's essential to know ahead of time what
employee activities require an immediate dismissal (AL-Qudah, 2014, 81).

The HR is responsible for diagram these fine lines. Similarly, HR managers
know what performance issues can qualify for a more progressive disciplinary
method, and they define the steps involved in such an approach. HRM thus plays a
disciplinary role as well, which is indispensable for employee performance (Hassan,
2016, 18).

Having a perfect set of behavioral expectations is significant to establish that
you're not contributing to the bad performance as an employer. Setting clear and
specific rules establishes a background for spotting and addressing of behavioral
standards.

Loosely defined general criteria lead to violations. The result of such
ambiguousness is lot litigation. HR management plays a key role in defining the firm

standards and minimizing violations (Newman et al, 2011, 1768).

1.7.1 Planning strategy

Torrington et al. (2005, 137) explained that there are several issues that should be
considered by the human resource professionals while developing strategies to help
in improvement of overall performance. As per the operational view, human resource
planning explores key requirements of the organization and also identification of
associated needs to work on apt management programs, policy developments and etc.

Human resource planning is therefore identified as the prime activity in human
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resource management which helps in setting the base of the entire people
management process. However though plans are important however should be
developed in accordance with the business environment so as to meet its inherent
need and this is an uninterrupted as well as a continuous process (Askegren, 2005,
110).

Therefore, every organization switches its strategic management effort differently.
Leadership style, maturity of the organization. All of these issues influence how
organizations will attitude its strategic management efforts. Help other organizations
make selections about their own plans. Keep in notice that what works for one
organization will not necessarily be successful for another to be most successful
(Wells, 2000, 163).

Strategic HRM develops the HR capital of an organization. It mainly focuses on
the long-term human matters of an organization and helps to create a managerial
structure to adapt to changes like mixes, downturns and acquisitions. Strategic HRM
also deals in emphasizing on submission and betterment of the ethical issues, apart
from working the effects that the business manners are going to have on the

civilization at large.

Strategic planning is the main reason for success of organizations. Strategic HR is
extremely significant for laying the foundations of strategic planning. HR plays an
immense role in retaining top talent and determining the satisfaction of employee
satisfaction measurement processes (Dutton and Duncan 1987, 108).

1.7.2 Workforce planning

This is a process which involve as systematic, well-integrated, and disciplined as
well as a continuous process and is often defined as comprising of skill and
competencies of the people that is essential to meet the strategic goals and objectives
of the organization. Planning is also identified as workforce stock. The planning
process help in determining that right number of employees are available at the right
department (Tyson and Tyson, 2006, 127).

Workforce planning is an exact science that can create right answers. If this were
the case, there would be no want to use scenario planning to cope with uncertainty,
by testing the effect of alternative futures. In reality, workforce planning is a method
to align the workforce closer to business supplies by using gap closing measures and
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then closer still through using contingency plans. Implying that careful answers can
be obtained may discourage bosses from doing the workforce plans because they are
mindful of many uncertainties, especially beyond the present year. However, it is
superior to be approximately right that than exactly wrong — and as we shall see the
penalties from not planning can be punitive (Hatcher, 2009, 2).

Workforce planning was originally called manpower development. This was
reflected in the titles of the chief organizations in the field. For instance, the
Manpower People was founded in 1970 to specifically focus on this discipline. It was
renamed the HR Society in 2000. Despite the modern enthusiasm for workforce
planning, the operation of the practice is still in its infancy. An examination of
organization websites suggests that, whilst many organizations have devised
guidelines on how to conduct workforce planning, limited have begun to put them

into practice (Azzam, and Jaradat, 2014, 23).

1.7.3 Process of Human Resource Planning

The process of HR planning begins with preparation of in inventory of the
existing manpower. The inventory is prepared to help in exploring the company’s
present condition that includes identifying number of employees, respective
knowledge qualification, technical know-how, abilities, skill and information to

underpin employee condition (Mathis and Jackson, 2003, 38).

Forecasting future expectations of employees: this is activated by analyzing the
present human resources, gap in competencies and as well as the number of people
needed in future is identified. The process is known as forecasting. Forecasting of
human resource is based on future plans and the objectives of the organization that

they intend to meet in future.

Apt care and involvement hence is essential for understanding required
competencies for the future projects and ways on meeting such expected
competency. Forecasting is an integral part of planning which is carried out through
implementation of qualitative and quantitative approaches (King, 2015, 10163).

Considering need for human resource department: first the specific need of the

department is identified and then to help in adopting effective plan for achieving
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business development through implementation of effective people management
strategies (Stokes, 2005, 17).

Anticipate manpower resources: this is the second stage of employee forecasting
which involves activities like comparing existing manpower resource with

requirement detail, and they managed the individual to meet company’s expectation.

Organizations lack the HR in judgment to larger companies. HR managers need
plan well giving to obtain ability and budget of resources. Instead of the benefit and
training programs in organizations, it should offer an on-site teaching program for

the employees.

1.8 HR Demand and supply forecasting

The HR demand forecasting includes a plan adopted to estimate number of staffs
needed to complete a particular task or services anticipated. The workforce
requirements wanted to maintain the organization’s assignment and goals. The end
result of a demand study is the identification of the obligatory number of employees
in an organization and the necessary functions that the employee need perform to

meet organizational goals.

In HR planning, labor demand is determined separately from supply estimations
because it facilitates a re-examination of embedded expectations about the labor
force (Grieves, 2006, 89). As well, different variables affect demand. Due to the high
number of factors that influence demand, demand is every so often more difficult to
predict than supply. Factors that need to be considered when forecasting demand
include the following:

* Environmental skimming, including economic, legislative, and competitive forces.

* The organization’s HR strategic goals and plans.

* Expected demand for services or products, including expected sales (across the
organization or at the business unit level)

+ Estimated productivity of workforce (can be stable, decrease, or increase)

* Organizational job design, including technological advancements and
administrative changes.

* Projected financial or budgets resource availability
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* Processes / new products /ventures that the organization will be launching in the

future
Stage 1 Stage 2 Stage 3
Economic Business/service Human resources
forecasts forecasts demand
oy
Inflation Expansion g More staff
Growth Contraction Fewer staft
Savings Diversification Skills

Figure 5: HR Demand and Supply Forecasting
Source: (Hatcher, 2009, 2)

Labor supply automatically depends on availability of suitable staff eligible for
the required position, and explores potential of existing employee to understand if

they will be able to meet new requirements (Dessler, 2000, 31).

Forecasting HR Supply By reviewing the HR audits, plans can be made for future
HR supply. The internal labor force may be affected by impermanent absences such
as leaves of absence. These can be predicted with some degree of precision by using
mortality rates, understanding occupational safety and health risks, or reviewing
demographic information about the population. Employee-initiated turnover, mainly
in the form of even or resignations. In this instance, the result to terminate
employment with the firm is made by the employee, without management
enticement.

From forecasting to Auctioning of planning requires a lot of concentrated effort.
The HR branch of any organization has an enormous task — that of possession pace
with all the changes and confirm that the organization has the right kind of
employees at the right time (Hatum, 2010, 14).

HR Supply There are many levels at which HR supply can be predicted, including
global, provincial, national, regional, and local. Information that will help improve
an understanding of HR supply includes:

* Supply and demand of skills or jobs .
* Educational achievement levels within a region.

» Compensation patterns built on experience, occupation, or education.
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» Emigration and Immigration patterns within an area.

* Forecasts of decline or economic growth.

* Competition for ability.

« Occupational or Industry expected growth levels

* Public policy, government, and legal changes

* Trends in labor force involvement (including entry and exit)

* Technological development patterns.

1.9 The HR Plan to improve employee productivity

After identification of the position related to present staff requirement and
understand the number of staffs needed to continue offering quality of services or
help in continuing operation. Company could focus on contingency plan to overcome
issues in a defined manner. While it has been planned that productivity should be

improved, a proper plan is essential to complete the process.

Job satisfaction: academic exponents highlighted the fact that in relation to
employee productivity and planning, job satisfaction is specifically important
concept under work force management (Nafei, 2015, 78). Job satisfaction connotes
to the concept that the individual is connected with the organization emotionally. If
the staff lacks emotional satisfaction from the job he delivers and if his expectations
remain unattended even after providing seamless performance, they remain de-
motivated and work in a negative way which affects the overall work environment of
the organization. Hence, the companies should plan effectively and ensure that the
job satisfaction is offered to the employees. Hence, according to Torrington et al.
(2005, 142), organizations should respect their employees and ensure job satisfaction

for each employee.

In-depth investigation highlights the fact that job satisfaction in directly linked
with employee performance, enhance human resource managers focuses adopting
techniques to achieve happy and productive employee. A satisfied team helps in
maintaining harmony within the office and performs well. Studies have further put
forward the idea that emotional level of satisfaction varies from individual to
individual. Hence, the management along with the HRM should focus on adopting an

overall approach to assist in providing job satisfaction (Bratton and Gold, 2000, 35).
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Job security: according to researcher Askegren (2005, 71), job security helps in
enhancing employee performance in a strategic manner. It is a planned approach that
helps in boosting the confidence level of the staff and offering them emotional
satisfaction that they should not fear of losing the job while working in the
organization. Joblessness has impacted on employee psyche post economic
downturn; hence job security has gained importance in the research works on human
resource planning. Management is thus engaged in adopting several strategies to
encourage development of positive work environment so that employees work in a
proper manner (Newman et al, 2011, 1775). hence implementation of involving work
condition, ensure employee safety, and elimination of fear for losing job or working
in bad health condition, enhancing working methods, improving office condition by
developing well ventilated environment will ensure the overall growth of the firm
(Nelson et al, 2005, 62).

Employee improvement is a significant part of strategic HR management. It starts
with new employees’ recruitment. It is important to eliminate the applicants that are
not appropriate for the organization. Effective mentoring and training program is
significant in building up and positioning the new employees. Organizations make
use of coaching, regular assessment and continual training programs to develop
employee performance. HR department that focuses on the improvement of the
human capital of the company is a very essential part of an organization. It helps in
improving employee satisfaction and performance (Lindgren and Bandhold 2003,
48).

21



CHAPTER TWO : RESEARCH METHODOLOGY

Introduction

Human Resource planning is an integral aspect of business management.
According to Armstrong (2011, 42) the success of business is directly linked with
individual performance. Success failure of the organization is controlled by the
performance of employees. Therefore, irrespective of the nature of the organization
management aims at incorporating apt HR techniques in a planned manner to
maintain highly productive and engaged workforce (Baqutayan, 2014, 47). Hence, it
is evident from the research studies that apt planning and implementation of the same
by the HR manager would help in meeting the organizational objectives in a defined
manner (Van and Esser, 2007). Human resource planning aims at linking business
strategy and operation. It helps in identifying future need, cope with change,
recruitment of talented personnel, apt utilization of manpower and plan to meet the

business objectives and ensure growth and sustainability (Chiang, 2009, 191).

In addition, one of the key elements in business management is effective
planning. Effective human resource planning assists in identification of flaws and
implementation of suitable strategies to ensure that the activities help in achieving
the target (Davis, 2007, 51). Human resource planning under the human resource
manager involves implementation of key activities like strategy development, focus
on recruiting and retaining employees to help in meeting business goals. (Hauff et al.
2016, 44). The human resource planning builds sound employee motivation within
the workforce of an organization. The motivation also results from the interaction of
unconscious and conscious factors such as the depth of the desire and individual
expectation of the employees as well. The past scholars have articulated that the
motivational level within the workforce becomes high while having a constructive
human resource planning model. In this scenario, Pradeesh and Venugopalan (2011,
87) stated that human resource planning provides a lead time available for selecting
the required additional human resource over a specified time period.
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Adding to this, the human resource planning can relate the future human
resources for the enterprise which can maximize the future return on investment in

human resource.

It has been examined that the education service organization is currently
experiencing the unemployment issue which can bring shortage of human resource
with proper skill, qualification and the required capabilities to carry the entire works.
Hence, human resource planning is required for every organization and industry.
Supporting the fact Gilmore and Williams (2009, 27) cited that large number of
employees who retire, leave the organization, die and become physically or mentally
injured require to be replaced by the set of new employees. Therefore, it can be
stated that human resource planning ensures the smooth supply of workers without
interruption in the organizational working process. On the other hand, it has been
identified that human resource planning is also essential for the workforce who bring

maximum turnover for the organization (Hauff et al. 2016, 46).

In case of education industry and the other different business unit voluntary
retirement, marriages, promotion and the seasonal fluctuations in business are the
prime examples that leads for human resource planning within an organization.
These types of reasons require a huge change within the organization by formulating
a potential human resource planning for the organization. Supporting the prior
statement Lloyd (2015, 1) added that human resource planning is also required in
order to satisfy the requirements of the expansion and diversification programmers of
an organization. Moreover, the need of human resource planning is also required to

identify the areas where more personnel or shortage of personnel is required.

The research focuses on evaluating ways in which organization’s strategic goals
are achieved by adopting effective HR planning with special reference to Raparin
University. HRP in the achievement of various strategic goals. Rich sources have
been provided for delivery of validity and reliability in this matter. A case study of
Raparin University in Ranya, Iraq has been undertaken in order to understand the
concept of human resource planning properly (Raparinuni.org. 2013, 2). Human
resource planning can be considered as one of the main planning agency, as; in
modern world the most valuable asset of any organization are both creator of

competitive advantage, and, basic features of the organizations.
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Therefore, the plan to achieve the training and skilled requirements in order to
develop and utilize the human resources is the significant factor of human resource
planning. In this regard, Competitive advantage can be achieved by making the
employees efficient and improvement in utilization of human resources that cannot
be getting by mere technical training (Dejoux and Thévenet, 2011, 81). Strategic
planning is used via variety of methods for organizational benefits and these benefits
clearly define the sole purpose of the organizations that is consistent with its mission
along with the time frame setting and capacity. These are involved with the elements
and components of goals and objectives of the organization and helps in developing a
sense of participation among the employees (Anyadike, N. 2013, 58). It focuses on
the resources and key priorities that provide the mechanisms for change and basis for
progress. In addition, an organization could improve productivity and achieve its
business goals through effective employee engagement and productive performance
in a planned way. Therefore, the key role of this academic study is to assess the
appropriateness of human resource planning in achieving organizational goals amidst
challenges business environment HR planning and its role and importance in

academic sector.

Human Resource planning requirement help to warrant your employees have the
talents and competencies your business wishes to succeed. An HR plan works hand
in hand with your business plan to fix the resources you need to achieve the
business’s goals. It will better make you for staff turnover, recruitment, and strategic
hiring — and alleviate stress before you have emergency/last-minute hiring needs
(Castley, 2006, 21).

Once these are defined and strategies determined, sure policies have to be ready to
put them into action. Business policies act as a guide to action. They offer the frame
work within which an organization has to meet its business. The policy points out the

direction in which the firm ought to go.

2.1 Background of the research

Every business owners prepare a specific business plan before the threshold of
their business. It is of utmost importance to forecast the needs of the employees
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properly. If the business owners fail to address potential market threats, it can easily
jeopardize the business viability. The success of a business is directly linked with the
people who are working for that business. Workplace failure can happen due to the
underperformance. It can be very cost effective to hire wrong people who are not fit
for the organization’s needs. Hence, it is an absolute necessity to give efforts on
planning of human resource. Proper human resource (HR) planning makes sure of
the employees having exact skills and competencies as per the needs of the business.
HR planning helps in recruitment of the right candidates, strategic hiring and staff
turnovers. It also helps in alleviating lots of stress in times of emergency (Dessler,
2000, 21).

Human resource planning is also regarded as Manpower planning. In addition, it
deals with a lot of activities like forecasting requirements of manpower for the
future, inventory preparation of current manpower, anticipation of manpower
resources, meeting the requirements of manpower. Human resource planning is the
way of assuming as well as determining that an organization has enough qualified
persons who can perform according to the needs of the company and provides overall
satisfaction. It is the strategy for the preservation and movement of acquisition of a
company’s human resource. In this regard, HR services have certain prime objectives
like ensuring optimum usage of human resources that are presently employed
(Pradeesh and Venugopalan, 2011, 91). HR management also looks after the
avoidance of balance between human resource distribution and allocation. It assesses
the skill requirements of the future in order to fulfill the objectives of the
organization. It helps an organization to measure the availability of proper resources
when in needs. The aspect of cost is being controlled by proper planning, and,
formulation of promotion and transfer policies is being done by it (Gilmore and
Williams, 2009, 16).

Many developing countries face the decline of financial health in the context of
socio-economic problems that have triggered the rise of modern mechanisms of
public sector. Every present national reform strategies concentrate on the public
service operations in order to translate to reduction of cost and improved public
service. Additionally, the common national level preoccupations are the need for
simplification of bureaucratic procedures; resource allocation that is result based that
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replaces the traditional preoccupations with that of “means”. It further strengthens
the interface between individuals or groups and management. The new public service
management looks after the development of management systems that are computer
based (Hdiggui, 2006, 52).

The responsibilities of the ministry level are based on financial and administrative
concerns, regardless of the decentralization of the management. On the other hand,
provincial or district level responsibilities focus on the pre and in —service training
and the monitoring of the Inspectorate. Hence, it creates a massive problem when
there is a misbalance between financial implications and administrative questions.
Therefore, it is the duty of education ministers to think twice about the assignment of

the responsibilities at every level (Mathis and Jackson, 2003, 12).

In Kurdistan region of Irag, the need for internalization of higher education leads
the path of current debate on development of academic relations with that of the
industrial countries. Universities are working on internationalization in the context of
overseas study programs for higher studies, especially postgraduate studies. The
universities in lraq are collaborating with international associations and are
performing certain activities on student mobility, exchange programs, building of
research capacity and training of staffs. Oversea training is significant for
internalization. The mobility of ongoing staffs is an important aspect of it. The
exchange programs are supposed to be planned properly for adoption by both the
Ministry of higher education and Raparin University. The University of Raparin is
enhancing its teaching process and staff capacity for improving its overall
performances (Mondy et al. 2005, 118). The curriculum of Raparin University is
being internationalized for the sake of higher studies internationalization.

Internationalization of the Curriculum of the university attracts large amount of
foreign students. The University has made English as the teaching language that is
being defined by the human resource management so that students from foreign

countries can easily come and study in this university (Ahmad, 2014, 44).

The human resource planning department of Raparin University looking after the
training of university staffs, especially teaching staffs in order to produce the best

human resource for the university that is based on the international experiences. It
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also promotes the various kinds of educational programs that are based on the mutual
interests with the partners. It is further working hard for forming international
networks with the foreign institutions, NGOs, consulates and embassies. In addition,
The University is increasing its capacity in order to provide opportunities to the
foreign researchers for researching in the university. The HR department is planning
to host certain international events for enhancing the profile of the university. The
further enhancement of the quality assurance and better apt curriculum adds to the

university’s good profile (Raparinuni.org, 2016, 3).

Therefore, the basic principle of the HR management department casts in being
truly accountable for the behavioral attributes of the employees in the university. It
lives within the exact means along with performance management and developing of
the service culture of the university. The HR department aims to set a clear sense of
right direction for work and also provides the knowledge of the feedback of the
work. Hence, the HR planning process provides the ground for solid management of
the people in order to achieve true and positive outcomes in the matter of motivation
to the staffs, appraisal of staff performance, training, development, and, retention of
the staffs (Lloyd, 2015, 3).

2.2 Research rationale

Every organization has set up a special department for proper planning of the
workforce. Therefore, human resource department comes into the picture with the
intention of potential building, competitiveness strengthening, and, workforce
renewing. The main purpose of this research is to draw the role of HR planning for
achievement of the strategic goals of the organization. The university presents its
students for debates and discussions that prevail in several disciplines and fields of
immense knowledge. The university’s objective is not only to create knowledge but
also developing proper human resources that will helps in socio-economic

development of the country.

This is not possible until and unless the employees of the universities are truly
motivated as well as empowered. Therefore, the university should restructure as well

as redesign the human resource planning practices (Ahmad and Mir, 2012, 61).
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The universities play a crucial role in the socio-economic development of the
country. Therefore, proper HR management system is urgency in any university. The
researcher has taken Raparin University in order to justify the research work. The
exact intention of these activities done by the HR department of the organization is to
be sure of the fact that the strategic objectives and the workforce are properly aligned
with each other for the guaranteed delivery of qualitative programs as well as
services to the people. In order to stand firm footed on the competitive market, the
government of Iraq needs to create certain corporate strategies and implement them.
In this way it can be promoted as “preferred employer” by investing on various HR
policies and also programs with the aim of making an organization that is high
performing, and, fostering a soothing environment for work where the people want to

perform enthusiastically (Government of Newfoundland and Labrador, 2008, 4).

The employees in the service and the client handling industry have a tendency to
perceive the organization based on the benefits and rewards offered by the firm.
Thus, it is crucial for the education based service providers to arrange on providing
unique bonus benefit strategy, as it can significantly influence overall job motivation
and the final efficiency of the organization. It has been identified that this type of
scenario has become more cultured today, as the employees of the education industry
compare the reward strategies followed by the other organization operating in the
similar industry and the other industry. Hence, the employees have the tendency to
shift in the other industry or brand. Thus, the issue has become more complicated in
today’s business environment. Therefore, the outcome of the current study can help
the leading education service providers to prioritize more on continuous
improvement of the human resource planning. It could assist the brand in attracting
and retaining a motivated employee, thereby improving the overall organizational

performance.

Education serves as a tool for promotion of the development of social, economic
and cultural aspects of a country. Human resource serves as an operational tool of
operation for the whole university system because the specified number of staff mix
Is important for the accreditation of exercise. In today’s competitive world, the
importance of human resource is increasing day by day. It is being considered as the
most important factor in any organization (Funmilayo, 2014, 2). It is required to
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manage the ultimate efficiency because the newly arrived awakening necessity has
increased the chance of applying human resource principles in order to meet the
needs of the near future. This research is based on the case study of Raparin
University in Ranya. However, it is seen that despite HR planning, most of the
universities are denying the status of accreditation because of the lack of staffs and
inability to fulfill the requirement of HR. The increased number of students has given
to the rise of HR planning that is not up to the mark. These problems are attributed to
various factors of planning that are identified by many universities. The research

study offers the adoption of better HR planning in the University of Raparin.

2.3 Aims and objectives

The main aim of this research is to study the important roles of human resource
planning for the achievement of the strategic goals of the organization. Along with
this the researcher also evaluated the attitude and expectation of the employees’
while working for the organization. In order to examine such kinds of aspects,
Raparin University, Iraq has been taken into consideration. The study also focuses
into the ongoing and continuous development process of the human resource
planning for achieving the organization’s most valuable asset. This can also ensure
the best fit in between the employees and the jobs for avoiding the manpower
shortage or excesses. Therefore, it can be stated that the organization has an aim to
develop the human resource planning for achieving a standardized goal and objective

for University of Raparin.

In this particular dissertation, the following objectives are identified specifically
in order to provide a thorough guideline to the researcher from the beginning of the
research and follow up the research work step by step for the proper completion of
the dissertation in a desired manner. This is a proper framework that shows the
direction of how to follow the directives for completing the study in a systematic
way. The objectives in this particular research are thoroughly identified in the terms
of the given topic for the evaluation and understanding of the several issues that are
connected to the human resource planning in the university and helps in its

successful operation in the modern competitive world.
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Therefore, the objectives that are identified in this research are:

To study as well as explore the main role of human resource planning in
business management.

To evaluate the requirements for proper HR planning in the University of
Raparin, Ranya, that helps in assisting for the achievement of organizational
strategic goals.

To shed lights on the ways in which the HR planning lays impacts on the
growth and sustenance of the organization.

To study from various theories and models for understanding the HR

planning concept in an enhanced and better way.

2.4 Research questions

After the identification of the following aims and objectives, certain questions can be

underpinned,;

What are the ways the HR planning assists in meeting the organization’s
strategic goals?

What is the impact of HR planning on employee management in Raparin
University in lraq?

What are the ways in which the HR planning approaches have proved
effective in meeting the objectives of the management amidst the changing
environment?

How far the internal and external changing environment in Raparin
University lays impact on the HR planning and ways in which it could be

channelized to improve the performance of the employees?

2.5 Hypothesis:

To what extent the association of HR planning assists in improving
organizational performance.

If Human Resource Planning within the university impacts on
performance improvement, growth and sustenance or not.

Ways in which the human resource planning approaches have proved
effective in meeting the organizational strategic goals amidst changing

environment in academic domain.
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IV.  Importance of HR planning in Raparin University and ways in which it
could be channelized to improve employee performance and retention

2.6 Problem statement:

In this dissertation the topic aims at exploring the importance of HR planning
in meeting strategic organizational goals with significant focus on Raparin
University. The respective university in Ranya as per empirical studies has
experienced issues in manpower management in past and the present HRM hence in
association with the management emphasizes on adopting strategies to improve
business in a systematic manner and sustain in academic sector. Hence, in this study
the issues of HR planning and its importance and impact on people management
have been discussed to understand how far this association affects overall business

growth, sustenance and profitability.

The political instability is the main issue of the taken university which makes the

management to offer best education system to the students.

The integration is the main issue which has been analyzed in this study that
articulates that how the management of the Raparin University is in capable to make
an integration program me for the students who are coming from the different
background. Thus, a human resource planning is required for Raparin University to
reconstruct the management policy. This would be beneficial for the future
improvement in the international market education industry. On the other hand, it has
been examined that the success of the internet based educational service provider is
increasing significantly by the level of degree of employee performance. Therefore,
the students and the parents are getting influenced towards the web-based service
industry. Therefore, the employees and the management of Raparin University need
to be mindful for improving the performance in e-business sector. Eventually, the
employee perception regarding the university can also be influenced. Therefore, this
could lead to increase the motivation and higher accountability to the individual job

offerings.

Thus the present research works focus on exploring HR planning and how it
influences the organization in meeting strategic goals in a defined manner. Therefore,

this is a critical issue, has been discussed and addressed in the thesis.
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2.7 Importance of the research
The current study could shed light on the importance of human resource

planning for achieving the organizational goal. In order to conduct the study a case
study on Raparin University in Ranya, Iraq has been considered. The motivation and
overall performance of the internet based business education has been analyzed
through this current study. Adding to this, the present study could benefit both the
small and big universities working in the similar industry. Thus, along with the
leading universities, the start-up education centers can also be benefited from the
current study.

These institutions could increase the overall motivation factor of the employees
for reconstructing the organizational growth. The importance of having human
resource planning is to determine the accurate number of employees having a good
skill in order to accomplish the organizational goals. Additionally, this study on
human resource planning could help to ensure the proper use of existing human
resource inside the organization. The study can also be helpful to recruit and
maintain the HR requisite quantity and quality within Raparin University.

The analyses in the current study assist the management of the university to
predict the employee turnover in a justified way. In other words, it is also helpful for
making the arrangements for minimizing the turnover ratio and other consequent
vacancies. Thu, this is also beneficial to meet the requirements of the programmer
and the other diversification strategy. The study is supportive to anticipate the impact
of technology while working with the existing employee base and the other future
human resource management requirements. Moreover, the study can help the readers
to analyze the progress of knowledge, skill, standards, discipline and the other ability
of the university.

On the other hand, it has been identified that the study could help the surplus or
shortage of human resource within the organization. In this current study, the
analysis depicts that maintaining process in an education industry helps to maintain
the optimum level and the entire structure of the human resource.

This research process is also helpful to minimize the imbalance process due to the
non-availability of right human resource personnel. The study is entirely helpful to
make the beast use of human resource and can estimate the best use of human

resource. In this current context the researcher highlights the importance of human
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resource planning that directly supports the organizational goal and objective to
achieve. Hence, it can be inferred that the entire study helps for getting awareness of
organization, employees and the management. This could be helpful to help the
management of Raparin University to achieve the organizational aims and objective.
It has been assessed that there are various factors that can contribute for increasing
the human resource activities for getting employee satisfaction within the
organization. Moreover, the aims and objectives of human resource planning is to
improve the performance of human resource planning for enhancing the productivity
if the organization. Therefore, the Raparin University could enhance the overall

organizational improvement by developing the human resource management system.

2.8 Structure of the research
A research work is always expected to follow a defined structure to unfold the

subject in a systematic way and further helps in better understanding. This
dissertation is comprised of five distinguished chapters. Each chapter is purely
dedicated to evaluate specific thoughts, like introduction, literature review,
methodology, data analysis and conclusion. The contents of each of the chapters

have been described below:

Chapter One: Literature Review:

The chapter attempts to establish a theoretical platform for the research study
by evaluating a range of past theories and literature. In this context, the propositions
of various authors and scholars have been compared and critically reviewed. The
researcher will study from various sources like books, journals, online library,
academic sites, journals, articles, portals and websites in this chapter of the
dissertation. The researcher studies from several secondary sources for collection of
data from the existing research works that are carried out by previous researchers.
The theories and concepts of the human resource planning will be studied. It will
help in clarifying the concept of human resource and its importance in the
universities. The strategies and concepts will be studied for knowing how far the

human resource planning has affected the university performance over the years.

Chapter Two: Methodology:

The researcher provides an introduction of his research work in this chapter.
The chapter includes brief background information concerning the research domain
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while a justification of the research has been highlighted. Accordingly, the research
aim, objectives and research questions have been highlighted. Here the researcher
writes about the concept of human resource planning and the importance of HR
planning in various organizations for the better performance of the organizations to
stand firm footed in this competitive market. Then he explains about the HR
planning process in the educational universities. He has chosen Raparin University
for his research and states an overall description of its unique HR management
system. After giving a brief background of his research, he identifies the aims and
objectives of the research for carrying out his study in a systematic way. The chapter
further highlights the research question that is gradually answered in the course of
the dissertation.The chosen research methods have been highlighted in this specific
chapter. Thus the chapter promotes the chosen research philosophy, research design
and research approach that have been considered during the research study. The
chapter also showcases details regarding research methods such as data collection
process, sampling technique and nature of investigation along with proper
justification. In the part of methodology, the researcher will study the several
methods of carrying out the study, like qualitative and quantitative, followed by
identification of the techniques of data collection, like primary and secondary, and,
will mention the various steps to carry out the study successfully. Following this, the
philosophy of the research is being identified and techniques of data collection like
the question paper will be developed. The respondents would be identified in the
process in order to get relevant data that will help in accurate evaluation for meeting
the objectives of the research in the final chapter. The primary data is always fresh
and the secondary data is being received from secondary sources like books, articles,

journals, websites, portals, etc.

Chapter Three: Data Analysis:

This chapter clearly evaluates both the primary and secondary data that is
collected during the research work. Primary data by means of quantitative and
qualitative data, have been evaluated in this chapter and evaluated to derive the
research findings. Quantitative data has been presented in the form of tables and
graphs while qualitative data has been critically compared and linked with secondary
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findings. The information that is being collected by circulating questionnaire among
the respondents will be evaluated in the first instance and then representation will be
done through tables and graphs. The reaction and various arguments of the human
resource department managers of few universities will be evaluated and studied for
the purpose. Finally, the analysis of data will be included for connection with the
studies and findings from various books and journals that will help in collection of
information for carrying out the research. The final of the research works deals with
the connection of the research findings with the objectives that are identified in the
first chapter. This chapter links the research findings with research objectives that
have led to derive conclusion for the research study. Accordingly, a set of
recommendations has been provided keeping in mind the pitfalls. It is thereafter
evaluated whether the objectives of the research are fulfilled through the detailed
course. Then, recommendations are given for future research work. It also includes
the discussion of the scopes of conduction of research work on human resource

planning for the future researchers.

2.9 Research Strategy
It is a key segment of the research methodology that enables the researcher to

complete the investigation in a proper way. Research strategies include, research
methods, design, data collection process and also sampling technique. In this
situation while conducting the study on HR planning and evaluation the researcher
has followed the strategies and conducted the study in a proper way. The analyst
could accumulate data from market survey or closed ended cluster interview survey
and understand ways in which the HR planning method help in achieving business
goals of an organization. The strategies that are followed have been discussed below
(Ketchen and Bergh, 2006, 32).
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2.10 Research Philosophy
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Figure 6: Research Philosophy

Source:(Saunders et al. 2009, 12)

The role of research philosophy in a thesis is to determine the application of
knowledge in the thesis work. There are three main types of research philosophies
are positivism, realism and interpretivism. In this research work on HR planning and
its importance in achieving organizational goals, the researcher would adopt

positivism.

Positivism is a unique philosophy that is about an approach which includes a
process of gathering facts and then evaluation of the data in a systematic way.
Realism on the other hand is about individual feelings of senses that lacks in actual
existence. Thus, there is a need for rational judgment of human mind in this
philosophy (Welman et al. 2005, 2).

The analyst has selected positivism philosophy as under the positivisms thought
the analyst has collected necessary primary data from respondents and also
accumulated secondary information for proper evaluation and analysis. After
collecting the data the information would help in reaching a logical conclusion.
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2.11 Research Onion

According to Saunders et al. (2009, 25) it is essential for the researcher to unfold
the research work in a systematic manner and unfold each layer of the onion in a step
by step manner. This helps in reaching the conclusion in a methodical way. Each

layer in the onion points out respective steps of the study.

PE ries

Approaches

Strategies

Choices

Time
horizons

Techniques and
procedures

Figure 7: Research onion

Source: (Saunders et al. 2009, 33)

This is one of the most widely used researching tool and as help in simplifying the
researching process by giving correct direction to the research process the researcher
has followed the onion layers in the process of researching. The steps mentioned
above in the chart of the onion will be followed to complete the study on HR

planning at Raparin University in Iraq (Zikmund, 2003, 37).

2.12 Research Approach
As far as the research approach is concerned, there are primarily two main types

of research approaches which are used in thesis works. These two mostly used
approaches are Inductive and Deductive. As far as the deductive approach is
concerned it is about a process where the investigation moves from general to
specific findings by adopting top down method. It is here with the deductive
approach the researcher is able to reach a logical conclusion and there is a proper
flow in thoughts and evaluation of facts and figures (Creswell, 2003, 1)

The Inductive approach however is opposite of the deductive approach and adopts

a bottoms up approach and moves from specific to general. Hence, this process offers
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ample scope of experimentation and also the analysis often leads to revelation of new
theories and model.

As far as this respective research work on HR planning is concerned the researcher
would adopt deductive approach and complete the analysis in a systematic manner.
Deductive approach is compatible with positivism philosophy and jointly they would
help in assessing from both existing and freshly collected data to reach a proper

conclusion (Bryman, 2008, 17).

2.13 Research Design

The design of the research work is identified after going through its aim and
objectives. With the help of an apt design the analyst complete the study in a
systematic way. Key research design types that guides investigation work, are
Explanatory, Exploratory and Descriptive. In this study on HR planning and its
importance, the researcher will select descriptive design and complete the analysis in
a proper way (Creswell, 2003, 2). With the help of the Descriptive Design the
researcher has successfully collected detailed information from several sources and it

has been discussed and detailed in a systematic way.

2.14 Data collection method

In a research work data collection is specifically important as it enables the
research with new information and evaluation of the collated data helps in giving a
new dimension to the thesis project. A study is incomplete without data collection.
There are generally two types of data, namely Primary and Secondary data. The
information is collected in line with the research topic for better understanding and
evaluation of the human resource planning and exploring its impact on achieving
business goals with special reference to staffs of Rapain University. After collecting
data and conducting evaluation, the findings are finally linked with the objectives of
the research to understand how far the analysis succeeded in completing the study in

a systematic way (Jha, 2008, 67).

Primary Data:

The primary or fresh data is those data that was never published before. It is that

information which has been collected by conducting survey through circulation of
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questionnaire. The questionnaire has been circulated to collect two sets of data from
respondents or employees and faculty members of Raparin University.

In order to collect primary data, the researcher has circulated two sets of
questionnaire to accumulate both qualitative and quantitative data. To collect
quantitative data a set of closed ended questionnaire has been circulated on survey.
The questions were developed by following Likert Scale so that respondents have

limited options to choose from and it consumes minimum time.

Another set of open ended questionnaire has been developed to collect qualitative
data from the professors and senior faculty members by conducting Focus group.
This questionnaire will be open ended and allow the participants to speak their mind
freely. The interview session has been open ended in nature and information or
opinion was recorded which was later interpreted in the data analysis section
(Govaert, 2009, 19).

Secondary data:

Secondary data is that data which was published before by other scholarly
researchers on the similar topic. These data were based on primary research work
that was conducted by previous scholars and published in order to evaluate and
analyses the respective topic. In this research work, the analyst has collected
secondary data from books, academic journals, research woks, PDF, online
databases, website, portals etc and presented the issue in a critical manner in the

literature review section.

In this research study the analyst has collected both primary and secondary data
and evaluated the issue from two separate perspectives. Finally the primary data will
be presented on spread sheet and secondary data evaluation in a critical way under
literature review and evaluation of secondary data section (Kumar, 2005, p 24).

2.15 Questionnaire method
Questionnaire method has been adopted for complete data collection in a

defined manner. In order to collect data from the employees of the respective
university two sets of questionnaire has been developed to understand the impact of
HR planning on achieving organizational goals. Questionnaire is of the most widely

used methods in data collection, as it helps the researcher in collating proper data
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from the respondents and participants also share opinion without feeling restricted or

disturbed.

Reasons for collection quantitative data by circulating closed ended questionnaire

among respondents are;

Vi.

Help in collecting relevant as well as practical information about the topic
Immense amount of data could be accumulated within a very short time
Circulation of questionnaire could be conducted by using online methods
like Survey Monkey and this further simplifies the data collecting
approach.

It is a unique process that help in saving time and money

Facts collected are usually reliable and validated

The data collected by conducting closed ended survey, could be easily
analyzed with the help of analytical tools and represented on charts and

graph, since quantitative data could be evaluated in a scientific manner.

Disadvantages of using questionnaire method are discussed below;

Fails to determine the emotion of the respondents

Lacks scopes of evaluating authenticity of the response. Honesty of
the response of the participants could not be undermined either.

Offers limited scope for exploration hence respondents are forced to
answer from available options only.

Different questions could be interpreted differently by different

respondents.

The advantages as well as disadvantages of the questionnaire here puts forward

the fact that the respective method is not free from limitations, yet it help in

collecting opinion of the respondents within a short while. It also enables the

researcher to complete the study in a structured manner.

Hence, the analyst has implemented questionnaire method and collected both

qualitative and quantitative data by circulating closed ended questions and open

ended questions for conducting interview session (Welman et al. 2005, p 27).
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2.16 Sampling method

Sample selection help in completing the primary data collection work in a
planned way. There are two main types of sampling, probability sampling and non-
probability sampling methods. In the probability sampling method the analyst selects
the respondents on a random basis. However, the analyst should ensure that the
respective sample completely represents the entire population of the research work.
In non-probability sampling, the respondents are elected on a random basis but are

identified on purposive basis (Cohen et al, 2003, 16).

In this dissertation on HR Planning and its importance in meeting organizational
goals the analyst has elected random approach under probability sampling method
and collected data from respondents. In order to collect primary quantitative data 100
respondents were selected from Raparin University employees group. Collection of
qualitative data has been conducted by selecting a five member focus where only
senior management and few senior employees as managers are included. The
questionnaire was circulated to collected quantitative data and open ended interview
questions were developed to accumulated interview data. Thus, the total sampling

size for the evaluation is 100 respondents and 5 managers (Kothari, 2004, 27).

2.17 Data Analysis and Evaluation

In the respective data analysis segment, the collated fresh data would be first
represented on SPSS and then evaluated with the help of analytical tools like tables
and bar graph for understanding and evaluation. The quantitative has been presented
on charts in a methodical manner in the following chapter of the thesis (Sarantakos,
2007, 29).

2.18 Research Methods

Welman et al. 2005 discussed that there are two key types of research
methods, which are applied in research works, namely Qualitative and Quantitative
research. Quantitative data is applied for analyzing primary data, which is collected
from participants by circulating questionnaire. The collated data is represented in a
statistical manner with the help of graphs and chart and evaluation is conducted on
Excel spread sheet. On the other hand, Qualitative data is usually collected through

secondary research data. The secondary data is collected by conducting extensive
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research study from several books and journals on the similar topic and qualitative
data usually presents a descriptive or explanatory view of the collated data (Jha,
2008).

As far as this study is concerned, the analyst has used both qualitative and
quantitative data and analyzed the response of the participants as well as secondary

data in a significant manner.

2.19 Research Ethics

Ethics is an integral aspect of research work. Ethics help in defining the legality
of the research work. Firstly, the analyst has followed the norms and policies of
conducting a research as laid by the university. Secondly, the researcher has ensured
confidentiality of the identity of respondents as collected from interview session and
used in primary evaluation. The identity of the participants will not be disclosed
without taking their permission and will be used for only academic purpose. Thirdly,
the names of the authors and researchers have been placed in the bibliography and
with proper credit title. The names of all books and research journals from where the
secondary data has been collected are mentioned at the end of the research work in
the Bibliography list. Finally, all data collected are used only for academic purpose
and not for commercial usage. Thus there researcher has strictly followed the code of
ethics as laid by the University (Kothari, 2004, 41).

2.20 Research Limitations

As far as the research limitations are concerned, as a student researcher the
following issues were faced during the investigation process and submission of work.
In this situation the primary limitation has arisen from time and budget. Since a
student is expected to submit a professional standard high quality and in-depth
research work within a short period time, it is difficult to complete quality work by
carrying out extensive study within a short period and hence affect the quality of the
project. It is difficult for the student to conduct extensive research work within a
short time period hence has to compromise on the intensity of data collection and
evaluation process. Secondly, budget is another major issue, since the student is
given a fixed budget it is difficult for the researcher to spend on new books, materials

and other necessary data, instead only forced to complete the work within a short
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time and with available resources in college or University library and also from
online database and free academic portals. Besides this, since the evaluation and
findings are depended on the data collected from respondents, the entire authenticity
of the answers depend on the data collected and provided by the participants and the
researcher lacks in control on the response of people (Jha, 2008, 37) This is another
limitation, which also affect the quality of dissertation work.

2.21 Summary

The above part of the dissertation clearly highlights ways in which the respective
project will be carried in a chronological way. The data collection methods, research
approach and philosophy have been identified to give the research work a proper
dimension and have decided to use both qualitative and quantitative data for proper
interpretation and analysis. The following chapters evaluate rest of the information in

minute detail and analyses the data collected in an analytical way.
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CHAPTER THREE : FINDINGS AND ANALYSIS

The main advantage of SPSS is that once you have found these patterns in the
data, and you compress the data, by reducing the number of dimensions, without
much loss of information. This technique used in image compression, as we will see

in a later section.

In this chapter will take you through the steps you needed to perform Frequency,
descriptive, finally correlation Pearson on a set of data. I am not going to describe
exactly why the technique works, but I will try to provide an explanation of what is
happening at each point so that you can make informed decisions when you try to use

this technique yourself.

3.1 Frequency analysis

A frequency table is used for reorganization of the data, and to summarize
categorical, nominal, and ordinal data. It can also be used to summarize continuous

data when the data set has been divided into meaningful groups.

Count the number of observations that fall into each category. The number
associated with each category is called the frequency and the collection of

frequencies over all categories gives the frequency distribution of that variable.

In this study, | have 22 variables that are mostly categorical data except
department and Age that have been divided into some classes. | have used frequency
tables for all variables the data which are visual displays to organize and present
frequency counts so that the information can be interpreted more easily.
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Table 1: Name of the departments

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Administration 21 21.0 21.0 21.0
Humanities 22 22.0 22.0 43.0
Finance 7 7.0 7.0 50.0
Relationship 6 6.0 6.0 56.0
Science 17 17.0 17.0 73.0
Legal 6 6.0 6.0 79.0
Arts 7 7.0 7.0 86.0
Register 14 14.0 14.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 1: Name of the departments

mAdMministration @M Humanities

W Science

m finanace

Arts

- I
)\ V

m Relationship

Register

Out of the 100 respondents in the departments above by table (1), and chart (1),

twenty-two (22) respondents in the Humanities department the big selection in the

Raparin university and twenty-one (21) respondents in the administration department

after that seventeen (17) respondents in the Science department, in the Register

department respondents fourteen (14). Therefore, in the finance and Arts departments
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the same respondents seven (7). Finally in the Relationship and Legal departments

the same respondents six (6).

selected for respondents questions.

In the Raparin of university all departments | was

Table 2: Age
Valid Cumulative
Frequency | Percent Percent Percent
Valid | 25-30 26 26.0 26.0 26.0
31-36 43 43.0 43.0 69.0
37-44 19 19.0 19.0 88.0
45-50 10 10.0 10.0 98.0
50 and above 2 2.0 2.0 100.0
Total 100 100.0 100.0
Source: SPSS
Chart 2: Age

LOes

As discussed previously, | can also use Frequency table (2) and chart (2) for

numerical data that | convert the data to classes, each of which has a range of

values. For instance, in the above Table (2), variable Age is divided into five

classes. The age of majority participants is within 31 to 36 years old (43% of the

data) followed by the group of 25 to 30 (26%). | have 2 people that their ages

are in the range of 50 or more with the 2% of the data.
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Table 3: Gender

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Male 64 64.0 64.0 64.0
Female 36 36.0 36.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 3: Gender

mMale = Female

From this frequency table (3) and shown chart (3) I can quickly identify information
such as Male comprised the largest group 64 compared Female 36 from 100

people in total.
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Table 4: working at the University of Raparin in Rany

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Less than 5 years 14 14.0 14.0 14.0
5-10 years 46 46.0 46.0 60.0
10 years and above 40 40.0 40.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 4: working at the University of Raparin in Rany

m Less than 5 years

mS- 10 vyears

m 10 years and above

| also asked the respondents about their working at the University of Raparin, from

above table (4) I can quickly identify information such as 14 respondents (14%

of all participants) are having Less than five years of working at the University

of Raparin. Also, if you look at Cumulative Percent column in the frequency

table, you can see that 60% of the respondents are getting their 5-10 years

working at the University of Raparin, and 10 years and above the remaining

40% they were working at the University.
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Table 5: HR planning

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 55 55.0 55.0 55.0
Agree 36 36.0 36.0 91.0
Neutral 6 6.0 6.0 97.0
Disagree 3 3.0 3.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 5: HR planning

m Strongly Agree -, Agree m Meutral m Disagree

Frequency distribution table (5), and chart (5) about HR planning shows that out of
100 respondents, 3 are disagree, 6 are neutral, 36 are agree and 55 are strongly agree
with this. Percent frequency shows 3.0% are disagree, 6% are neutral, 6% are agree

and 55% are strongly agree.
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Table 6: HR role

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 59 59.0 59.0 59.0
Agree 34 34.0 34.0 93.0
Neutral 4 4.0 4.0 97.0
Disagree 3 3.0 3.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 6: HR role

m Strongly Agree m Agree  m Meutral m Disagree

4%

3%

In the table (6) and chart above another question that asked the respondents was
Do you think HR plays a proper role at the University. Frequency distribution shows
that, 34 are agree with this, 59 are strongly agree, 4 are neutral, 3 are disagree with
this. Percent frequency shows that 34% are agree, 59% are strongly agree, 4% are

neutral, 3% are disagree.
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Table 7: HR strategies

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 51 51.0 51.0 51.0
Agree 42 42.0 42.0 93.0
Neutral 4 4.0 4.0 97.0
Disagree 3 3.0 3.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 7: HR strategies

m Strongly Agree m Agree m Neutral m Disagree

In addition, more than 50% of the respondents are strongly agree that the Do you
think that HR strategies have enhanced your performance and 42% respondents are

even agree with this. However, 3% of them are disagree and 4% of them are neutral.
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Table 8: HR planning affect

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 47 47.0 47.0 47.0

Agree 31 31.0 31.0 78.0

Neutral 12 12.0 12.0 90.0

Disagree 9 9.0 9.0 99.0

Strongly Disagree 1 1.0 1.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 8: HR planning affect

m Strongly Agree m Agree

&
.

= Neutral

19%

m Disagree

m Strongly Disagree

From the questionnaire and table (8) that | have distributed to the respondent, | have

found that 31% respondent agreed, 47% strongly agreed, 12% neutral but 9%

respondent are disagreed, 1% strongly agreed, that the Raparin University believe

that the HR planning has affected your work environment.
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Table 9: HR planning create a positive work environment

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 49 49.0 49.0 49.0
Agree 38 38.0 38.0 87.0
Neutral 6 6.0 6.0 93.0
Disagree 7 7.0 7.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 9: HR planning create a positive work environment

m Strongly Agree

m Agree

m Meutral

m Disagree

From the table above and chart (9) questionnaire that | have collected data for the

survey | have found that 49% respondent strongly agreed, 38% agreed, 6% neutral

but 7% respondent disagreed that the Raparin University extend has the HR planning

created a positive work environment.
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Table 10: HR planning approach

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 48 48.0 48.0 48.0

Agree 38 38.0 38.0 86.0

Neutral 7 7.0 7.0 93.0

Disagree 6 6.0 6.0 99.0

Strongly Disagree 1 1.0 1.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 10: HR planning approach

m Strongly Agree

m Agree

= Neutral

m Disagree

m Strongly Disagree

In the table and chat (10) from the survey of this study, | have found that 48% people

are strongly agreed, 38% people are agreed, 7% people are neutral and 7% people are

disagreed and strongly disagreed that the consider HR planning approach helpful and

essential one.
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Table 11: HR planning impact

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 45 45.0 45.0 45.0
Agree 39 39.0 39.0 84.0
Neutral 7 7.0 7.0 91.0
Disagree 9 9.0 9.0 100.0
Total 100 100.0 100.0
Source: SPSS
Chart 11: HR planning impact
m Strongly Agree ® Agree  ®m MNeutral = Disagree

From the above frequency table and chart (11) we can see that 45% respondents

strongly agreed and 39% respondents just agreed that the human resource planning

has both positive and negative impact on the organizational performance. However,

7% respondents are neutral 9% respondents disagreed about it.
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Table 12: HR active role

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 40 40.0 40.0 40.0

Agree 40 40.0 40.0 80.0

Neutral 10 10.0 10.0 90.0

Disagree 6 6.0 6.0 96.0

Strongly Disagree 4 4.0 4.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 12: HR active role

m Strongly Agree m Agree

m Neutral

m Disagree

m Strongly Disagree

From the research survey in table and chart above | have found that 40%

respondent agreed, 40% strongly agreed, 10% neutral but 10 % respondent

disagreed and strongly disagreed that the human resource department of the

organization has played an active role beyond offering salary and maintaining

employee attendance.
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Table 13: HR department of the University does play a role of strategic HR

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 44 44.0 44.0 44.0

Agree 29 29.0 29.0 73.0

Neutral 8 8.0 8.0 81.0

Disagree 16 16.0 16.0 97.0

Strongly Disagree 3 3.0 3.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 13: HR department of the University does play a role of strategic HR

m Strongly Agree

m Agree

m Neutral

m Disagree

m Strongly Disagree

From the above Frequency table and chart (13) we can see that 44% respondents

strongly agreed and 29% respondents agreed that the fact that the HR department of

the University does play a role of strategic HR, and 8% respondents are neutral and

16% respondents disagreed with this and 3% respondents strongly disagreed with

this.

57




Table 14: Role of HR manager for enhancing the organizational performance

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 44 44.0 44.0 44.0

Agree 33 33.0 33.0 77.0

Neutral 11 11.0 11.0 88.0

Disagree 9 9.0 9.0 97.0

Strongly Disagree 3 3.0 3.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 14: Role of HR manager for enhancing the organizational performance

= Strongly Agree

m| Agree

= Meutral

m Disagree

m Strongly Disagree

From the questionnaire table (14) and chart above that | have distributed to the

respondents, it is found that 44% of the respondents strongly agreed 33% of the

respondent agreed 11% of them neutral, and 9% of them disagreed and other

remaining 3% respondents are strongly disagreed that the HR manager has a

significant strategic role to enhance organizational performance.
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Table 15: Role of good organizational structure

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 43 43.0 43.0 43.0
Agree 42 42.0 42.0 85.0
Neutral 9 9.0 9.0 94.0
Disagree 6 6.0 6.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 15: Role of good organizational structure

m Strongly Agree

m Agree

m Neutral

m Disagree

From our survey and above table with chart (15) | have found that the majority of

the respondent (85%) agreed and strongly agreed that good organizational structure

of departments play a crucial role to enhance organizational performance, the

minority of the respondents (6%) are against about this, and 9 % are neutral.
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Table 16: Impact of HRM practices

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 45 45.0 45.0 45.0

Agree 46 46.0 46.0 91.0

Neutral 3 3.0 3.0 94.0

Disagree 5 5.0 5.0 99.0

Strongly Disagree 1 1.0 1.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 16: Impact of HRM practices

m Strongly Agree

m Agree

m MNeutral

1%

m Disagree

m Strongly Disagree

Furthermore, in the above table and chart | have also asked the respondents if the

HRM practices have impacted on improving the institutional environment and

enhanced its professional level. It is found that 46% of the respondents agreed, 45%

of the respondent strongly agreed, 3% of them neutral, and 5% of them disagreed and

other remaining 1 % respondents are strongly disagreed.
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Table 17: Importance of the HR department to the organization

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 47 47.0 47.0 47.0

Agree 40 40.0 40.0 87.0

Neutral 5 5.0 5.0 92.0

Disagree 7 7.0 7.0 99.0

Strongly Disagree 1 1.0 1.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 17: Importance of the HR department to the organization

m Strongly Agree m Agree m Neutral m Disagree m Strongly Disagree

1%
5% _

From the above table and chart (17) we can see that the majority of 47% respondents
strongly agreed and 40% respondents agreed that the claim that HR department is not
given important by the organization, 5% respondents are neutral and 7% respondents

disagreed and 1% respondents strongly disagreed with this idea.
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Table 18: Role of human resource team

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 44 44.0 44.0 44.0

Agree 40 40.0 40.0 84.0

Neutral 9 9.0 9.0 93.0

Disagree 6 6.0 6.0 99.0

Strongly Disagree 1 1.0 1.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 18: Role of human resource team

= Strongly Agree m Agree m Neutral mDisagree mStrongly Disagree

From the table (18) and chart (18) questionnaire that | have collected data for the
survey | have found that 44% respondent strongly agreed, 40% agreed, 9% neutral
but 7% respondent disagreed and strongly disagreed that the employees of the human
resource team are identified as motivators or play an inspiring role to enhance

performance.
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Table 19: Incorporation of the organization

Valid Cumulative
Frequency | Percent Percent Percent

Valid | Strongly Agree 44 44.0 44.0 44.0

Agree 45 45.0 45.0 89.0

Neutral 4 4.0 4.0 93.0

Disagree 6 6.0 6.0 99.0

Strongly Disagree 1 1.0 1.0 100.0

Total 100 100.0 100.0

Source: SPSS

Chart 19: Incorporation of the organization

m Strongly Agree

4%

m Agree

= Neutral

m Disagree

m Strongly Disagree

Another question that asked the respondents was, the changes in the organization

could be incorporated through HR department only. Frequency distribution table (19)

and chart above shows that, 45 are agree with this, 44 are strongly agree, 4 are

neutral, and 6 are disagree and 1 strongly disagree with this. Similarly, percent

frequency shows that 45% are agree, 44% are strongly agree, 4% are neutral, 6% are

disagree and 1% are strongly disagree.
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Table 20: Effectiveness of the HR planning

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 43 43.0 43.0 43.0
Agree 46 46.0 46.0 89.0
Neutral 6 6.0 6.0 95.0
Disagree 5 5.0 5.0 100.0
Total 100 100.0 100.0
Source: SPSS
Chart 20: Effectiveness of the HR planning
m Strongly Agree  m Agree = Neutral m Disagree

Human resource planning is effective in Educational Institutions. It is shown that

from above table and chart (20), 46% respondents agreed, 43% strongly agreed, and

6% are neutral, 5% of the respondents disagreed with the above idea.
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Table 21: Role of HR planning to manage employees

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 39 39.0 39.0 39.0
Agree 49 49.0 49.0 88.0
Neutral 8 8.0 8.0 96.0
Disagree 4 4.0 4.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 21: Role of HR planning to manage employees

m Strongly Agree

m Agree

m Neutral

m Disagree

8%

4%

Frequency distribution table and chart (21) about planning helps to manage the

employees in different level. It is shown that out of 100 respondents, 4 are disagree,

8 are neutral, 39 are strongly agree and 49 are agree with this. Percent frequency

shows 4% are disagree, 8% are neutral, 39% are strongly agree and 49% are agree.
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Table 22: Effectiveness of HR planning for future organisation

Valid Cumulative
Frequency | Percent Percent Percent
Valid | Strongly Agree 54 54.0 54.0 54.0
Agree 41 41.0 41.0 95.0
Neutral 5 5.0 5.0 100.0
Total 100 100.0 100.0

Source: SPSS

Chart 22: Effectiveness of HR planning for future organisation

m Strongly Agree ® Agree  m MNeutral

The last question in our research study was, human resource planning is effective in
the future organization. | have found and showed in the table (22) and last chart that

54% respondent strongly agreed, 41% agreed, 5% were neutral.
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3.2 Descriptive analysis
Descriptive analysis (means and standard deviation) is used to understand the

general observation of variables.

Table 23: Descriptive of all variables

N Minimum Maximum Mean Std. Deviation
Statistic Statistic Statistic Statistic Std. Error Statistic

HR planning 100 1 4 1.57 .074 742
HR role 100 1 4 1.51 .072 .718
HR strategies 100 1 4 1.59 .071 712
HRP affect 100 1 5 1.86 .102 1.015
HRP environment 100 1 4 1.71 .087 .868
HRP approach 100 1 5 1.74 .091 .906
HRP impact 100 1 4 1.80 .092 921
HR active role 100 1 5 1.94 .105 1.052
HRD strategic HR 100 1 5 2.05 .120 1.201
HRO performance 100 1 5 1.94 .109 1.090
HR Organization structure | 100 1 4 1.78 .085 .848
HR M practices 100 1 5 1.71 .083 .832
Importance of HR 100 1 5 1.75 .091 .914
HR team 100 1 5 1.80 .091 910
Incorporation 100 1 5 1.75 .087 .869
Effectiveness HR 100 1 4 1.73 .079 .790
HR manage employees 100 1 4 1.77 .076 .763
HRP future 100 1 3 1.51 .059 .595
Valid N (list wise) 100

Source: SPSS

The value of all represents the mean score. According to the above table (23), the
mean value of HRD strategic HR is (2.05) and Std. Deviation (1.201). This implies

that the HR department of the University does play a role of strategic HR. The value

of 5 represents the average score. As HR active role and HRO performance in the

above table, the mean value of active role is 1.94 and performance 1.94.

This indicates that the human resource department of the organization has played an

active role beyond offering salary and maintaining employee attendance and that the

HR manager has a significant strategic role to enhance organizational performance.
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This means the level of HRD strategic HR is slightly higher than the level of active

role and performance. The value of 3 signifies the mean. As shown in the above

table, the mean value of HR team is 1.80. This means that the level of that the

employees of the human resource team are identified as motivators or play an

inspiring role to enhance performance is higher than the average.

3.3 Correlation analysis

This part presents the correlation Pearson analysis. Correlation analysis is used to

determine the relationship between variables, and how variables on each other.

Table 24: Correlation Pearson

HR
HRD manag
HR HR | strategic HRO Importance e
planning [ role HR performance of HR employees

HR planning Pearson Correlation |1 718 .924 .673 .686 .710

Sig. (2-tailed) .000 .000 .000 .000 .000

N 100 100 100 100 100 100
HR role Pearson Correlation | .718 1 .858 .518 .676 .610

Sig. (2-tailed) .000 .000 .000 .000 .000

N 100 100 100 100 100 100
HRD strategic | Pearson Correlation | .924 .858 1 .561 .874 .756
HR Sig. (2-tailed) .000 .000 .000 .000 .000

N 100 100 100 100 100 100
HRO Pearson Correlation | .673 518 .561 1 519 .964
performance Sig. (2-tailed) .000 .000 .000 .000 .000

N 100 100 100 100 100 100
Importance of | Pearson Correlation | .686 .676 .874 .557 1 .597
HR Sig. (2-tailed) .000 .000 |.000 .000 .000

N 100 100 100 100 100 100
HR manage Pearson Correlation | .710 .510 .756 .964 597 1
employees Sig. (2-tailed) .000 .000 .000 .000 .000

N 100 100 100 100 100 100

68




Correlation is significant at the 0.01 level (2-tailed)

Source: SPSS

According to the above data, there is a positive significant relationship between
each of the variables. The results illustrate that advancement has the strongest
relationship among variables. Variables, HRO performance (r = 0.964), HRD
strategic HR (r = 0.756), HR planning (r = 0.710), Importance of HR (r = 0.597), and
HR role (r = 0.610) are correlated in the statistically significant manner at the 0.01
level and results indicates that all the variables are statistically significant at (p<.05).
In addition, data has also shown that there is a significant positive relationship
between variables themselves, shown more in hypothesis test.

3.4 Discussion

From the above tables and charts, it can be seen that the highest number of the
employees work in the humanities department, which is followed by the
administration department. Further most of the employees belong to the age group of
31to 36 and most of them are male. Apart from that, the data also shows that the
workers working in Raparin University are mostly working for 5 to 10 years, which
represents efficiency of the HR management team of the university. However, the
number of the workers working for the company more than 10 years is not

satisfactory.

Most of the employees have supported the idea of HR planning and HR role, as it
has a great responsibility in providing an appropriate working environment for the
employees that can flourish their ability of performing tasks competently in order to
achieve organizational goals. This can be done by the HR managers through devising
proper strategies for increasing employees motivation and thus, elevating their
dedication toward obtaining organizational success. Hence, the first objective of the

study is completely achieved.

Further, a large number of personnel have agreed that HR planning affect
performance qualities of employees and organizational success highly. Appropriate

planning can offer a positive and enthusiastic working environment for the
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employees and thus, enhance their ability of completing, tasks efficiently within
given time. This improves the overall performance of the Raparin University.
Planning approach and active roles of the HR department have great impact on the
way in which employees behave and involve in their tasks and so as Raparin
University. The human resource management department of the university should
play their role strategically so that they can achieve their goals within targeted time.

Thus, this helped in fulfilling the second objective of the research as well.

Not only HR manger but the organizational structure of Raparin University also
plays an import role in improving organizational performance. It sheds light on the
third objective of the research that proper HR planning is required for maintaining
growth and victuals of the university. Accurate HR management practices help in
enhancing the professional level and organizational environment in a positive
manner. Most of the respondents of the research have agreed that proper HRM
practices improve performance level of the university certainly. However, it is seen
that adequate importance is not given to the HR department of Raparin University,
which may have a negative impact on the performance quality of the professors of
different departments.

The respondents of the research supported HR planning for flourishing an
effective and competent educational institution. Moreover, the participants of the
research also agreed that effective HR planning helps in managing employees work
in various levels of an organization. Thus, it can ensure future growth and efficiency
of Raparin University in a better way. Hence, it is crucial for the organization to
provide ample substance to the HR management team so that they can develop
strategic plans for managing their human resource in an effective manner that can

help the organization in achieving their organizational targets proficiently.

3.5 Hypothesis testing results

From the theoretical framework of the study, the hypotheses have been
proposed in order to obtain the relationship between variables in the University of
Raparin. For testing the research hypotheses of this study, Pearson’s Product

Moment Correlation is used.
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H1: To what extent the association of HR planning assists in improving

organizational performance.

According to the Pearson’s correlation analysis as presented in Table 24, the
correlation between variables is significant (r = 0.964). Therefore, the outcomes

show that there is a significant positive relationship between variables.
Hence the first hypothesis has been accepted.

H2: If Human Resource Planning within the university impacts on performance

improvement, growth and sustenance or not.

For the purpose of determining the relationship between variables, Pearson’s
correlation analysis is performed. Based on the findings shown in Table 24, the
correlation between variable is significant (r = 0.597). Therefore, the results illustrate
that there is a significant positive relationship between variable.

As a result, hypothesis H2 has been substantiated.

H3: Ways in which the human resource planning approaches have proved effective
in meeting the organizational strategic goals amidst changing environment in

academic domain.

For the purpose of determining the relationship between variables, Pearson’s
correlation analysis is performed. Based on the findings shown in Table 24, the
correlation between variable is significant (r = 0.756). Therefore, the results illustrate

that there is a significant positive relationship between variable.
As a result, hypothesis H3 has been accepted.

H4: Importance of HR planning in Raparin University and ways in which it could be
channelized to improve employee performance and retention. Pearson’s correlation
analysis as presented in Table 24, the correlation between variables is significant (r =
0.597). Therefore, the outcomes show that there is a significant positive relationship

between variables.

Hence the H4 has been substantiated.
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CONCLUSION AND RECOMMENDATIONS

Conclusion

From the analysis of the findings of the previous chapter, it can be concluded
that HR planning plays a vital role in achieving strategic goals of an organization.
Through this research, the researcher has also found that the Raparin University does
not provide adequate importance to the HR management group that can act as a
barrier in achieving the organizational targets of the university.

In this chapter, the researcher has linked the objectives of the research with the
research findings in order to check if the objectives are achieved. Further, the
researcher has developed some recommendations for the Raparin University based

on the HR issues faced by the organization.

In the literature review section, it is discussed that HR planning plays a crucial
role in managing business of any organization. It is important for business
entrepreneurs to prepare strategic plans before commencing any business. It is
important to retain efficient employees for maintaining organizational
competitiveness. In question number 5, 6, 7, 8 and 9, it is discussed that HR planning
improves the business management of a company competently. Without proper
planning, it is not possible for Raparin University to improve the efficiency of their

personnel effectively. Thus, the first research objective is achieved.

HR planning involves identifying the issues related to the workers of an
organization and recognizing the future barriers for the business. It is required for
providing a career goal to employees and eventually helps him or her in achieving
their targets. Similarly, HR planning can help the Raparin University in managing
their professionals effectively for attaining organizational objectives. Question
number 8, 9 and 10 in the findings and analysis chapter have helped in achieving the

second research objective.

Question number 11 to 16 helped in analyzing the third objective of the research.
It is found that HR planning lays significant impact by helping in identifying the
issues faced by the employees in performing their tasks. After identifying the issues,
the HR manager can take necessary steps for resolving them and providing a
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comfortable and positive working environment to its employees. This can sustain the

growth and competitiveness of the organization.

In chapter 2, the researcher has discussed various models and theories related to
HR planning in order to understand this concept properly. The Harvard model has
kept the employee satisfaction in the secondary level, whereas, it has kept the
stakeholders in the primary level of importance. Thus, it helps in understanding the
HR planning concept efficiently. The findings of the research have helped in

achieving the fourth research objective appropriately.

Recommendations

1. Assessing the existing capacity of the employees of Raparin University and
enhancing them. The HR management team of Raparin University requires
examining the current capacity of their personnel so that proper training session can
be arranged for them in order to enhance the present skills. This can be achieved by
carrying out a skill inventory for each, which should go afar the necessary skills for a
particular position. This would help Raparin to identify if the employee is competent

enough to fulfill all the responsibilities and take further responsibilities as well.

2. Analyzing organizational gaps that need to be removed for achieving strategic
goals Raparin University needs to analyze the gap present between their expected
position and current position. This includes spotting the number of professionals and
their skills that requires improvement for giving tough competition in future. The
organization should look into all the existing HR management practices that need
further improvement and new practices should be introduced for supporting future
success of the organization. This may include collaboration with other organization
for working on a particular project in order to fulfill the skill gap present in the

organizational employees.
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Further scope

During the research, the researcher faced some limitations that affect the
research quality negatively. For instance, due to lack of time, the researcher could
not collect more literature on the research topic that could provide better idea of the
research topic. Furthermore, due to constraint of financial resource, the researcher
has to limit the number of respondents for collecting primary data to 100.

However, the present research findings can be used as secondary data for further
research on the same topic. The present research would provide opportunity to the
future researcher to overcome the issues faced by present researcher.
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Appendixes

Questionnaire English

T.C
BINGOL - BINGOL UNIVERSITY
GRATUATE OF SOCIAL SCIENCE
BUSINESS ADMINISTRATION DEPARTMENT

Dear all, I am a master student at Bingol University in Turkey. | would be greatly

appreciated if you can take some time to participate in my survey questionnaire. You

have been randomly selected to fill in the survey which is about (The role of
human resource planning in achieving organizational strategic goals

— A case study at University of Raparin in Ranya city ). Please kindly
try to answer all the questions. There are no rights or wrong answers. Please note that

all the information included in this survey will be only used for academic purposes.

Thank you for your cooperation and willingness to answer questions

Supervisor Researcher
ASSIST.PRO.DR.NAZIF DEMIR ARWAND HAMAD AMIN AHMED
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Note:

e Please tick (v') in the field that represents your point of view.

1. Departments:

3. Finance O 2. Humanities O O 1. Administration
6. Legal O 5. Science O 4. Relationship O
8. Register O 7. Arts O

2. Age:

337-44 O 231-36 O 1.25-30 O

5.50 and above O 4.45 -50 O

3. Gender:

1. Male O 2.Female O

4. How long have you been working at the University of Raparin in Ranya-
Iraq?

2.5- 10 Years O 1. Less than 5 years O

4.15 Years and aboveO 3.10 Years and above O
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Please place a cross (X) in the appropriate box of your choice:

NO

Statement

Strongly
Agree
1

Agree

Neutral
3

Disagree
4

Strongly
Disagree
5

Do you think that HR
planning is  important
within organization?

Do you think HR plays a
proper role at the
University?

Do you think that HR
strategies have enhanced

your performance?

Do you believe that the HR
planning has affected your
work environment?

In your opinion, to what
extend has the HR planning
created a positive work

environment?

10.

Do you consider HR
planning approach helpful
and essential one?

11.

Do you believe that human
resource planning has both

positive and negative
impact on the
organizational
performance?
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NO

Statement

Strongly
Agree
1

Agree

Neutral
3

Disagree
4

Strongly
Disagree
5

12.

Do you agree that the
human resource
department of the
organization has played an
active role beyond offering
salary and maintaining

employee attendance?

13.

To what extend do you
agree to the fact that the
HR department of the
University does play a role

of strategic HR?

14.

To what extend do you
agree that the HR manager
has a significant strategic
role to enhance
organizational
performance?

15.

To what extend do you
agree that good
organizational structure of
departments play a crucial
role to enhance

organizational

performance?

16.

To what extend do you
agree that HRMS practices
have impacted on
improving the institutional
environment and enhanced

its professional level?
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NO

Statement

Strongly
Agree
1

Agree

Neutral
3

Disagree
4

Strongly
Disagree
5

17.

To what extend do you
agree to the claim that HR
department is not given
important by the

organization?

18.

To what extend do you
agree that the employees of
the human resource team
are identified as motivators
or play an inspiring role to

enhance performance?

19.

Do you agree that changes
in the organization could be
incorporated through HR

department only?

20.

Do you agree that human
resource planning is
effective in  Educational

Institutions?

21.

Do you think that the
planning helps to manage
the employees in different

level?

22.

Do you agree that human
resource planning is
effective in the future

organization?
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