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« Human Resource Planning:

« Meaning and concept of Human
Resource Planning; Need and

orocess of Human Resource

Planning; Recruitment,
Placement and Induction:;
Training; Promotions,
Demotions and Transfers;

Performance Appraisal. Training
and Development.
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« Human resources planning is basically a process
of identifying the right person for the right job
at the right time and at the right cost.

Human resources undoubtedly play the
most important part in the functioning of an
organization.

The term ‘resource’ or ‘human resource’
signifies aptitudes, abilities, techniques, and
skills, which can be developed through
continuous Interaction in an organizational
setting.

SRR TOBRRLL OIAeRE RO ZO0IRG
3ORE, TOITT 33,0070, TOBRT FOHTE.,

032, 5003 223,09, ASIONERNEN
=3,8,0300339N 3.
RVTW  DOTJIRLONGY  JF_,0T3eTo0N  FOF,0

0T IEETEBONE .., Ty5od) TOYRH&LRT, 53,

TOB/RIRLY' UHwo  ‘WRTW® AOTIRLYT oW
DT CBRENGSNTY, TOWFFNYY, TOZNTY 303,

TODOMYTo, ARWTIS,T,  NTTY,  A0ALT
SR, QTOZT Slebvplei TOROT
YT, R,TRAWTITI,



 Human resource planning is the process of
anticipating and carrying out the movement of
people into, within, and out of the
organization.

Human resources planning is done to achieve
the optimum use of human resources and to
have the correct number and types of
employees needed to meet organizational
goals.
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The interactions, interrelationships, and activities
performed all contribute in some way or other to the
development of human potential.

Organizational productivity, growth of companies,
and economic development are to a large extent
contingent upon the effective utilization of human
capacities.

Hence, it is essential for an organization to take
steps for effective utilization of these resources.

In the wvarious stages in the growth of an
organization, effective planning of human resources
plays a key role.
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Meaning...

« Human resource planning is a process of
identifying and then matching the human resource
requirement and availability in order to determine
the future HR activities of the organization on the
basis of the overall organizational objectives.

« It Is concerned with the flow of people into,
through, and out of an organization involving the
forecast the need for labor and the supply of labor,
then planning the programs necessary to ensure
that the organization will have the right mix of
employees and skills when and where they are
needed.

¢ TNTW TOTTLRD O3NS 0D T WtV T A0, T

ST CINY  SEI0T 2068 FOFL0D POATT 000w
TOTJDRLE  WBERTLIBINTTo, APFOILY [T
TOTWIRLD WNTE3 I, DYFB0NTo, MITISAT 3032,
TROREIT T,3,0300359NT.

TOSRFBE0 ©WTyBS WY, BT TRT,ICD
TOTR,LEZONTY,  WERRCTE  FOF C3R0TT,  WeTHT
WIT  WR,, WEY TOSFEOt ART0tEHEIIT,T, TOST
TOF,0300 HOWCIRT YVTRENNTY 30T, FTOIO4NTTI,,
TRODTION ot DWSTRABRYLY NSzl
To0NFTToNT  ©WnIT3d .,  ABSe @9,
TOO3OFE,TONTTO,, O3ReRAT, T3,



Contl...

« Human resource planning should serve ¢ S35 ToTHRLLO  CRIRE  H[00T®
as link between human resource — TOTIRLL AWFZH Y, MOF0W
management and the overall strategic WETD,T T0FZ0T,T CIREWR0 TTINT
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Definitions...

« Dale S Beach- ‘a process of determining and
assuring that the organisation will have an
adequate number of qualified persons
available at the proper times , performing jobs
which meet the needs of the enterprise and
which provide satisfaction for the individuals
involved’.

« John Gennard - “Human Resource Planning
may be defined as a strategy for the
acquisition (recruitment/ selection), utilization
(deployment), improvement (training and
development) and preservation (pay and
rewards) of an organization’s human
resources.”
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Conti...

« Edwin B Geisler - human resources planning
as the  process-including  forecasting,
developing and controlling —by which a firm
ensures that it has the right number of people
and the right kind of people at the right places
at the right doing work for which they are
economically must useful.
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Significance of Human Resource Planning

1. Assessing future staff requirements;

2.The available human resources need be optimally
utilized;

3. Designing
programs;

training and retraining plans and

4. Formulating compensation policies;

5. Taking a decision about management development
programs;

6. Gaining competitive advantage;

7. Shaping future plans and strategies;

8. Having Highly Talented Manpower Inventory;
9. International Expansion Strategies;
10.Employee Turnover.
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Human Resource Planning — Objectives:
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1.Proper assessment of human resources needs in =« 32X, TEO., =HPTT  ZOTIRLL SN

future. [OOSTRT TV 5TI0T.
2.Anticipation of deficient or surplus manpower , 2~53 sz 3220,,30 TITTTE,0H J0ed
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4.To protect the weaker sections of the society. . BIREE TFS TREATE, TEF,

5.To manage the challenges in the organization _
due to modernization, restructuring and re- ° ©GIEETE,  [YITRES WNIy,  wTe-
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Continue....

* To facilitate the realization of the
organization’s objectives by providing

right number and types of personnel.
* To reduce the costs associated with

personnel by proper planning.

* To determine the future
requirements of the organization.

skill

« To plan careers for individual

employee.

e Providing a better view of HR

dimensions to top management.

* Determining  the  training
development needs of employees.

and
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Need of Human Resource Planning

1.Replacement of Persons 1.53:3.1% W

2.Labour Turnover 2. 5280FF 2%a00Ldd

3.Expansion Plans 3.0%,08 03ReRIND

4.Assessing Future Requirements 4 PO T BR[BTSNTTI, DEIFOWHTYTI
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.Technological changes in a rapid w
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6.Improvement in quality of life & quality
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HR PLANNING PROCESS

Assessing Human Resources

Demand Forecasting

Supply Forecasting

Matching Demand and Supply

Action Plan




Process of HRP: &S30m003we 3o30:

1.Assessing Human Resources:

The evaluation of HR begins with the analysis of
environment- external and internal, environment
contains the political, economic, social and
technological variables and internal environment
consists of objectives, resources and structure to
assess the currently available HR inventory.

Once the analysis of external and internal forces
of the organization is done, HR manager finds out
the internal strengths and weakness of the
organization on the one hand and opportunities

and threats for the organization on the other.
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2. HR Demand Forecasting:

2. IV FOTINRLLD WeRT 007N B3S:

 Demand forecasting IS the
process of estimating the future
guantity and quality of people
required.

* The basis of the forecast must
be the annual budget and long-
run plan, translates in to activity
levels for each function and
department.
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3. Supply Forecasting:
3. TRT,, 8 TITRLES:

* Once the demand for labor is predicted, it is essential
to anticipate the supply of labor the organization will
have available to meet the demand.

For forecasting supply of human resources we need
to take into account internal and external sources of

supply.

Internal supply of human resources is available by
way of transfers and promotions of existing
employees, retired employees & calling laid-off
employees, etc.
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4, Matching Demand and Supply:
4. W38 0T, TRT,,BOD TROTINET:

« Another step of human resource plannin ¢ TITW HOTTRLD OIRCWR0I T0BR,0T0
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5. Action Plan:

5. 30350 O3Reks:
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« The final phase of human resource SRTS ZOTIRLLNY .m0 w3

planning Is concerned with finding out the 2 ATMYRY, BOEBR0TNTE.., FOWoDLT,
surplus and shortages of human resource.
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* In this phase the HR plan is implemented N I S N
through the designation of different HR o . A0S oo SR s,

activities.
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development and socialization etc.
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Recruitment; Sez0528:

* Recruitment Is a process to identify
and attract persons to fill job
vacancies In the organizations.

* Most organizations have a perennial
requirement to recruit new employees
to put In positions of those who quit
or are promoted to higher positions,
and to allow for organizational
growth.

* Recruitment follows HR planning
and goes hand In hand with the
selection process.
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* The organizations assess the
appropriateness of candidates  for
various jobs and make it possible for
organizations to get the number and
types of people essential to secure the
enduring operation of the organization.

A systematic recruitment process shows
the way to more productivity, higher
wages, better morale, reduced labor
turnover and increased reputation.

Thus, recruitment iIs concerned with
approaching, attracting, and ensuring a
supply of eligible personnel and making
out selection of requisite human
resources both In their guantitative and
qualitative respects.

It Is the development and maintenance
of adequate human resources.
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Recruitment defined: zesos0e soiem250na

* Recruitment is a process of looking for

rospective employees and encouraging
hem to apply for the jobs in the
organization.

As candidates In large number apply for
jobs, there iIs greater scope for recruiting
quality persons.

Edwin B. Flippo viewed recruitment is a
process of looking possible employees and
encouraging them to apply for jobs In an
organization and the placement of the
candidates.”

Dale Yoder defined recruitment as the
process to identify the sources of
manpower to meet the requirements of the
stafflng schedule and to engage effective
methods for attracting that manpower in
sufficient numbers for facilitating effective
hiring of efficient workers.
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Factors Influencing Recruitment
SETNTOI0 R0 T)ymoe Wedow Lo

* Human Resource Planning ¢ TIVTW FOTJRLL CIRCWSS
* Promotion Policies o T)U300 Nl

» Size of the Enterprise ¢ U0, FRT T,

« Employment Conditions ¢ VTIREN TOR,ENTD

e Salary Structure o T0WY TUED

* Rate of Growth o 238N0 TT



Sources of Recruitment
SCTNTVI0I) TWRONLD

1. Internal Recruiting 1. 50203 Se30508
1. Job Posting 1. 02W° TJped, 0Nt
2. Employee Referrals 2. TPBTT YV eNED
3. Skill Inventories 3. TOTQ; Tom, TN
2. External Recruiting 2. WDy FTNT2L
1. Employment Agencies 1. QOTRgEN 0 N
2. Advertisement in Newspapers and 2. TEENG w03y, ACHIFDENTD,, 1398eTIID
Magazines 3. T30 ©&. ST
3. Casual applications 4 33 TP MY
4. Educational Institutes 5 oo
S>. Raiding - 6. WSF,HAT JeeNTL
6. Electronic Recruiting =



PLACEMENT AND INDUCTION

QAARET DR HOBaDd

e Placement Is a process of
assigning a specific job to each
of the selected candidates.

* [t Involves assigning a specific
rank and responsibility to an
individual.

|t 1mplies matching the
requirements of a job with the
qualifications of the candidate.
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What iIs induction?
202303 NOTTCR?

* Once an employee Is selected
and placed on an appropriate job,
the process of familiarizing him
with the job and the organization
IS known as induction.

 Induction Is the process of

receiving and welcoming an
employee when he first joins the
company and giving him basic
Information he needs to settle
down quickly and happily and
stars work.
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Objectives of induction
BOB0HT Qﬂ)d@eéﬁ%

To introduce new employees with the organisational
environment, exposing them to the mission, history and
traditions of the organisation, its achievements and
future challenges, its personnel policy and expectations
from the new employees.

To give new comer necessary information such as
location of a café, rest period etc.

To build new employee confidence in the organization.
It helps in reducing labor turnover and absenteeism.

It reduces confusion and develops healthy relations in
the organization.

To ensure that the new comer do not form wrong
impression and negative attitude towards the
organization.

To develop among the new comer a sense of belonging
and loyalty to the organization.
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Steps In Induction Programme

* General Orientation ¢ TOWIVTy T, N BT
« Specific Orientation e QOFR,; T, 80, B0
* Follow-up Orientation ¢ STORTTDD T &, BRES



Training:

30%ee:
» Almost every organization requires °® ®0X%T TRONER), AHFD
well  trained and  experienced — BEDWVEIBATI), JWE LAY WTIeT T3

employees to perform the activities in ~ ZO%7 03 I0es TS
order to accomplish the organizational ~ ©ED LWSREATE BewrdzRs.

goals. * OOTWORH® B3 UNEB®,  TPGED
» If the incumbents are able to fulfill this m%mi%s 20eed ﬁﬂ?’@_’mom DY,
need, training is not essential. VRLTT, IVTTT IO, T8y WV

oM

Q 5 -0
Otherwise, training is necessary to — SRODOETONT, HYIO ITLed NS,
enhance the skills, versatility and e« gge3esodn F333 3. P3O, IERTS

adaptability of employees. D) IOTT WTJTZ DI xc?ﬂ@oda 207,
- Training improves, changes, and molds ~ &®8Fs @03 NVCNAREC
the employee's knowledge, skill, ®TPORWIT,  VTSRERRIT WD

behaviour and aptitude and attitude =~ SRXE3E.
towards the requirement of the job and
the organization.



Conti...

« After an employee Is selected,
placed and introduced In an
organization, he/she must be
provided with training facilities
In order to adjust him/her to the
job.

* Training is a highly useful tool
that can bring an employee into a
position where they can do their
job correctly, effectively, and
conscientiously.

-emciramojam 63033 ORT  I03T,
NONOC’DQ NG@CS 5353 20BN
3080, | 93 / @mm %QJN%
o%JaoCB%Ja%ﬁowoé 30508 %eaﬁmf&
W BATL3eD.

* 30238030 ﬁaﬁs QUTOINT
wcﬁﬁmﬂcﬁs 9T @665& 3?33
%mam Naodmﬁ wa—omaamﬂ
RNEN @3—9%03&30637? IO TBL) BTV
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Definition: mésﬁmeéo:

- According to Wayne F Cascio, °®®¢3%, oF  TR0Ie  DEed,
“Training  consists of  planned 3025e80hy 50083, “room wHe /

programme designed to improve ~ ®FO _OOA{% ) 53@3?63
performance at the individual, group, =~ S0RF IO, ATOOBED
and /or organizational levels. ®m~ﬁ@@~€7@?«5 03e233

Improved performance, in turn, ﬁﬁﬁ@ﬁ& WHNRORT.  AOOZ
implies that there have been @053%'5533033@ 23, TOBY, WIFSS

measurable changes in knowledge, % " mmmes 5395053@” e
skills  attitude, and/or  social 3353@7@?38@7‘%353 AT BRWRET”.

behavior”.



» According to C B Memoria, “Training IS
a process of learning a sequence of
programmed behavior. It iIs application
of knowledge and it attempts to improve
the performance of employee on the
current job and prepares them for the
Intended job. Training iIs a short term
process utilizing a systematic and
organized procedure by which non
managerial personnel acquire technical
Kknowledge and skills for a definite
purpose. Training refers to Instructions
In technical and mechanical operations,
Ike operation of some
machine/equipment. Training Is for a
specific job related purpose™.

2N WWWPCOT®  TFT, 3T23ee
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w%m&@@ﬁoéd QT ROT ww—o@ﬁeéd
QWO mo@% z?@&; V] @5@71%353
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The purpose of training 3ce3e803 LT3 eBRLD:

* The aim of training iIs to help the
organisation achieve its purpose by
adding value to its key resource — the
people it employs. The purpose of
training is to:

 To increase productivity and quality

* To promote versatility and adaptability
to new methods

* To reduce the number of accidents
* To reduce labour turnover

* To Increase job satisfaction displaying
itself in lower labour turn-over and less
absenteeism

* To increase efficiency

* 33BedoH HO “HORCI I

R0
TOTIRE IPOTI, FODT HwOE
33, emcg_zemm Oy BHood
SRHRT. ITeS0D NTED LeNT:
* YOTVTFZ Y TOEOTVLTIY, DL
* TRX NPOING 23 0B
BROTIVESFODNT), YVBELIHED
* OTTOING xoe-ﬁ?scroc‘daol TRW WIOTBED
* TONFT Wowotd) IR [IVTBEN
* BRI TWNFT PDPOED VB FRI
NOOTIBOODNY  TWEFRT  TWROT
emcifaéeﬁ 3, OV, ﬁz;ﬁm
* TITSODT, TEHLD



Need for Training 8oe3egod ©=333:

* Newly recruited employees require training so
as to perform their tasks effectively. Instruction,
guidance, coaching help them to handle jobs
competently without any wastage.

e Training IS necessary to prepare existing
employees for higher-level jobs (promotion).

 Existing employees require refresher training so
as to keep abreast of the latest development in
the job operations.

 Training IS necessary when one moves from one
job to another (transfer).

 Training iIs necessary to make employee mobile
and versatile. They can be placed on various
jobs depending on organisational needs.

 Training Is needed to bridge the gap between
what the employee has and what the job
demands.

* THITON  JICTNIRNROTB  NTRLANSTY 3

TORF T, TOTBORTONIN  ATFHIOT
300N TWNBNTITT. CIRRTC TOINGD
STEAT  RTETHA  IRFHTED BB,
SONFTBES, 08 BTOD B[R,

* WAZHOV®  WWTRLANTTY,  YUI,3 W
m%ﬁfra?se%ﬁ@?r’\’ (WR) Z03p0%en STRee Sl

* 9AZTATOT POTRLNANON Q80T
BESHRoT, ASTQ008RY B,
3T I0D BRZNNIT. ’

* 2,2 WO FVIZNOT VYIR0TT (WMOFRD)
BSOS WiE, O

* VBRLANT w&aﬁw&i’)oﬁam@lﬂ STOTEED
3023c3  <RIQIDD.  TOT.  SRINAOR
SRMOEIIN  FHNTR, DT mdfoéeﬂsmﬁeg
QOTLTON.

* NTRLN NI TROOTG VD SVTIRLN)
DT B38BT 202038 SHII @0385553&
Q00T 3TLIed @71323&63.



Importance of Training

STWCSOD TP|WND3
. To the Organization

Gets more effective in decision-making and
problem-solving.

Improve the morale of the workforce.
Helps people identify the organizational goal.

Aids in developing leadership skills, motivation,
loyalty and better attitude.

Aids In improving productivity and quality of
work.

Aids In understanding and
organizational policies.

Aids in organizational development.

Creates an appropriate climate for growth and
communication.

Helps employees adjust to change.

carrying out
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2. To the Employees

1.
2.

3.

Increases job satisfaction and recognition.

Moves a person towards personal goals
while improving interactive skKills.

Helps in eliminating fear of attempting
new tasks.

Provides the trainee an avenue for
growth.

Through training, motivational variables
of recognition, achievement, growth,
responsibility and advancement are
Internalized and operationalised.

Provides information for improving
leadership, communication skills and
attitudes.

Helps to handle stress, tension, frustration
and conflict.

2. emcﬁfaéeﬂﬁ@ﬁ
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DLRTT.
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3. For Personnel and Human
Relation

1.

2.
3.
A

o

Improve inter-personnel skills
Improves morale
Builds cohesiveness in groups

Makes the organization a better
place to work and live

Provides information on other
governmental laws and
administrative policies.

3.

RO B RIVID ﬁowocjzm&ﬂ
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Types of Training 30e3e8cd TFoTMER

@5@8 302508
3,030000 3TLIed
WIBI-BOIWIT 3T
SOBT 3TL3eS

D RDHCOT BTLIES
BINBZ 3oL
;oogdeo 33508

B ABRET BTLIES

Skills Training

Refresher Training
Cross-functional Training
Team Training

Creativity Training
Diversity Training
Literacy Training
Orientation Training

© N o Ok 0D
© N A W
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Training Process 3023c80d &30

Identification of Objectives * QUTEBNY TOTOSRDT

Determining Training Needs * 30308 ONSNTI, APEOTYTD
|dentify Training Objectives * 3T QT ETNE), ML
Determining Content and Schedule of o 25030903 OROD DY ZBeToTeI0D
Training NTEEOROTD = o 2!

Coordination of Training Programme

. . * 302308 TOONFTTNT RIVJOD
Evaluating the Training Programme 2

* 30WS  TOORFTWR[F),  WPOTPVIT
RIVTOR)TV



Promotions / Ate)

* Promotion Is an upward movement
of employee In the organization to
another job, higher In organisation’s
hierarchy.

* In the new job, the employee finds a
change In salary, status,
responsibility and grade of job or
designation.

* In several workplaces, people
actively work for getting the
promotion  and its  benefits
accompanied with it.

2@ @50015\)533 NONOSD

TR mojam

m&@ocﬁa

emciram% 53@@%36079)333 Loy
NONOSD g@?@OﬁD@ UD§ 350N,

&@N VTS eﬁcﬁ@), mméeﬁojw

[0WS, N@

asmemgp VT

emd@ TS CIAIND 536305
wcjero?modam %O@%@%@ﬁ

DOTO  FTOIT
=03 93T
SBEOHED T
mcéa@gcﬂ.

N%fﬁ%?@ 8)5%033
wO&@G%ﬁﬁ%ﬂﬁD
N%OSDEFO?\ @@N



Conti...

- Usually, an employee s °* ®@o=50T:0N, gy, SO30D
rewarded with a promotion when STOBTTBECD SORTI,
he or she has performed FRATN, SO Alyy

exemplary work, has an aptitude ~ C3ReTIBODRY, BROBTOHTR T3
for work and shows more O 53537? BT w00,

responsibility for a position. 3@62%2?;53 “emon w@
* Promotion indicates that the VEEGOMLZL.
employee has acquired potential * ¥VTRENOIN FOTACSLODN

for development and long @?35@ DB QETE  YVTRENT

employment with the company. _05355?553 “BERER08T w0m
m@om mzﬁméd



Conti...

 Thus, the promotion is indicative
of:

« Reassignment to higher job to an
employee,

* There will be delegation of more
responsibility and authority.

* Promotion Is accompanied with
higher pay.

 Depending upon the organizational
needs and employee performance
promotion may be temporary or
permanent

* Zoemon, w@odao QW0
DRB3TONT:

wmc&raeﬁﬁ &35 mcﬁfaen’% T
Zboifaeaﬁﬁ

* T8I RWoWO B WPTTT
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Objectives of Promotion/ 20803 evtseansd

« To better use the employee’s skills, °®®°308 3 [P FIOAYE, FOF0NY
knowledge at the suitable level in the  AR%  LTY 9RER0E W@'mmﬂ
organization  resulting  in  greater FOTOBNUR, TECHLY  BOBIDTOIRN

effectiveness and employee satisfaction. WARRTO  BWRIN J9FTIN ZRHODI),

: DETET.
» In order to encourage employees to acquire
the skills and knowledge etc. required for * VB3 BT WTRENNIN ST T3

jobs of higher level. 5333 Zf@aﬁ ‘&@O@ﬁ%ﬁﬁb wC@OSDQD 5‘956653

: eméez%fum Nmmﬁ
* To develop competent internal source of

employees prepared to take up jobs at * WTTRMWENT  TIWEITY  WIZ  WLTY
higher level in the changing scenario. WRRENNTTY,  SAERYLD Ndmﬂdm

T I devel £ th JOBTT DT 30303 MQme
0 promote se evelopment of the @mamm@m

employees and make them look their turn
of promotions. * DVFTT FOPNO VP[P oD, YLSEBILD B

RO w&é NlelA) Rsaowoé mm@m



Conti...

 To encourage a feeling of content
with the existing conditions of
the company and develop a sense
of belongingness.

* To promote interest In training,
development programmers and
In team development areas.

*To build organizational
commitment and loyalty.

* To reward committed, loyal and
performing employees.

* TOTROD WAZHBIWT  TORENTY
Shinial 30D BT mﬁﬁoﬁam
@g@ee—o%oxm BB ©RTY Noééoda
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Types of Promotion / 20803 TFo0ned

* As discussed earlier, promotion is of
three types as shown below;

1.

Vertical promotion: Vertical promotion furnishes
greater responsibility, prestige and pay with a
change in the nature of the job. For example a
canteen employee is promoted to an unskilled
job.

Horizontal promotion: Horizontal promotion
involves an increase in responsibilities and pay
with a change in designation. However, the job
classification remains the same. For example, a
lower division clerk is promoted as an upper
division clerk. This type of promotion is known
as upgrading of an employee.

Dry promotion: Dry promotion is the employee
IS moved to the next higher level in the
organizational hierarchy with greater
responsibility, authority and status without any
Increase in salary.

o [RTSe 233FRTO3, FTYN SRCOIVIOI w@oﬁm
TR ébcsmfm IRODT;
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% FOIT  ASHTRY  LECRREeiR0ON
wwém}aéd VTIRTHRRA TR0
mr&aeﬁoﬁam @5@6003 mmm% Ale)
@ecsmméd

@cé Al @Cé w@oﬁw &smm@mﬂ ézs@é eﬁa&

5363033 DT RTROIR0ON wwéméd
@mm emc&ra N BINCFITOR) 2,023
eﬁ\cﬁaéd emm&dear’{ 3¢ NLONT

mmﬁsm DT LIONT mm~mﬁ Ale]
&ecémméd 85 08O wmcwm @%dd
SNCFTED 0T 56033@7@713353

xR, WE&: DF 2RHOTT @56553 TOORT
Secfond  =0OF  wvm3  HRE  Fes
asmwa@ 9EBOT m@b 155@553@0@7?
OSEQCSG R3S o%aseééb@d N%oémmméd



Bases of Promotion /w@o@m ety

* WROD BHOTION VTEE.
* 03T W0 W&,
* 0BT —ITE S

* Merit as a Basis of Promotion.
* Seniority based promotion
* Seniority-cum-merit



Benefits of Promotion: &0 <ognsd

» Recognizes & Improves employee * ®°300 BODEFIE, wHHIYBOF

performance, ambition, and hard ¥ 5O TOZWE,
work MV :0Z) ATOOATT

» Boosts motivation & increases ° TETF FLAIE W, D¥FTT
loyalty of employees QTODTZ, BRI

» Encourages retention * OTBZ, HEETVPAIT

- Develops competitive spirit at the * 39T RITY DO g
workplace OWIWOIRAREVEV SRR ZeNTC oy

« Grooms leaders for the future * PATTYN WTT TOODTT



Demotions / 802B

A demotion, sometimes called a

‘downward transfer, Is a type of
transfer Involving a cut In pay,
status, privilege, or opportunity.

 Demotions may result  from
organizational staff reductions or
disciplinary penalties.

* With an employee who Is unable to
perform adequately In a particular
Job, the purpose of a demotion Is to
remedy a previous mistake In
staffing.

* &%OWRBONT, %@ﬁﬁﬁae FSTND
PNOF T OTN 66033@553363 QTN
xe33, m% ,m@@b T30
@wmwm %6@37‘{@@@@6&
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cﬁocé@od ooo&)@ LPVOEIONL TOTN.
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Causes of Demotions / &owdR 5oTeand

» Breach of Discipline * HAT YVYOFTI
» Inadequacy of Knowledge * N0 VAT T
» Unable To Cope With Change * WTTVTEONT, VORI T

» Organisational Re-Organisation ~ ® @033 WI-TOF,



Types of Demotion /%ooaoc_aooﬁ sakrlelatey

» Compulsory Demotion * 530N &OWE
« \oluntary Demotion * ZODOTLOT &0WH



Transfer /| o=

« A transfer Implies a lateral
movement of an employee In the
hierarchy of positions with the
same pay and status.

 Transfers may be either company
Initiated or employee initiated. In
fact, a transfer iIs a change in job
assignment.

* It may Involve a promotion,
demotion or no change at all In
status and responsibility.

* IMOEFRBOIN 2OTI 203 =B
—osmsam TLPOTO —osmﬁ
éeséoda@ @%ds OB 2363503353
wz&wéd

* DNMOF BB FOTICN 0T
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Purpose of transfer / Smer=mon evz3eansh

To meet the organizational °®2033 ©NTI, JpTFX.
requirement, + BTSSRI, TSI,

* To satisfy the employee’s needs. * TTT PIY, WT  QTONII,

» To utilize employees skill, knowledge =~ ¥FAZRILD, Y OBL T =R
etc., where they are more suitable or ~ @30 FeIToN ONIT.
badly needed. ¢ AT [URBNRD, TeB, TTESND

- To improve employees background — @330M¢ DO WUUREANTY
by placing him in different jobs of  ©0™, eWAT FWOT FVFTT

various departments, unit, regions etc.  2S,E0DT, ATOAZHD.

» To correct inter-personal conflict. * ©080-33,03083 TOTRE DT
RODRALD.



Conti...

* To adjust the workforce of one
section/plant on other section.

* To give relief to the employees
who are overburdened or doing
risky work for long period.

 To punish the employee who
violate the disciplinary rule.

e To minimize fraud, bribes etc.

® 2,0T NLONT / 558
'o%odach%ocba%ao1 QBT NN
BLRODTEN.

-o%agﬁ TR0  OTDO  9TONTO
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3O SNSRI NN QPFTON
QOTTOF EONRTN X0TOT
QOETBR)TN.

* AT QOVWVJI,  YVQOAT
mdsm& égﬁm.

* JOBJ, ©03 am@ﬁ@ém& TR
o0 TBEN.



Kinds of Transfer / SmeSBos Igons:

* Transfer for production: Production
transfer which is caused by shortage of
manpower .

* Transfers for replacement:
Replacement transfer which is caused by
long standing employee in the same job.

« Remedial Transfers: Remedial transfer
which Is Initiated to correct wrong
placement.

 Versatility Transfer: Versatility transfer
IS to Increase the capability of
employees in dealing with different

tasks at a time.

* QVTVTIN M ARIA N DANDINDVL 08
FRTSONOT VOIS m@wm
SOE 5.
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Employee Movement

Promotion =Upward "
Transfers = Same Levds
Demotions = Downward,‘
Layoff
Resignation

sparation = Exitimp
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Performance Appraisal / aces b3 SPOSRIIND

« Once an employee has been selected, * YPTRENODE, ©OK HPRT T[0T, FOIIT,

trained to perform the job, worked on it for
a certain period, his performance should be
evaluated.

 Performance appraisal is the process of
determining how employees do their job.

 Performance is the extent of completion of
the tasks that constitutes the job of a person.

 Performance i1s often measured in terms of
results.

* Thus, performance appraisal Is a system in
accordance with the usual requirements of
review and assessment of a person or team
task performance.
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Meaning / eogs

It Is the systematic evaluation of the
Individual with respect to his or her
performance on the job and his or her
potential for development.

Performance Appraisal I1s a forma
structured system of measuring and
evaluating an employee's job relatec
pehaviors and outcomes to discover
now & why the employee Is presently
performing on the job and how the
employee can  perform  more
effectively in the future so that the
employee, organization and society all
benefit.
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Objectives of performance appraisal /
TOORFFIICN WIPOWRTIT YVT CIN

| . [RIB FOBTIRY O3B
1. Huma_n Resource Plann_lng 7 o308 THITY 0D
2. Recruitment and Selection = ©
3. Training and Development 3. I0LeS W @3‘3%@@
4. Career Planning and Development 4 & O3Re&T 0B IO
5. Compensation Program 5. OTT ToORE T
6. Grievance and Discipline Problems 6. 300T03RTT 02 &7 ATAND
7. Assessment of Employee Potential 7. [9ITT TP T ﬁa@émm
8. Feedback R T80
9. Promotion Decision 9 5&3;&3 NTOET
10. Personal Development 0. % ohes oo w@%
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Performance Appraisal Process /
TORETINT [POWRTT FTFe®

Setting the Performance L ?@wggﬁéib BPOBRTI  THONIR
assessment Goals CLAY)

- : NTRLN QOCTONT, A A
Establish Job Expectation 5 SRR YT

Desi A ol P BIPOTIVTT  TOODE FIVB/RY, DTN
eSIQr_‘ an Appraisal Frogramme TOODF TTIONT, WIPOWRTT [P
Appraise Performance

DWIET RFOTBES
Performance Interview A8 UEBTN IPOTRTT BB,
-0 Q

Use Appraisal Data for Appropriate WA
Purpose

SAREANE I



Methods of Performance Appraisal /
ROBFFTHIN TROTRIRSE WRIND

1. The 360-Degree Feedback Evaluation I 360-&T2 ZE30H IPOBRTI  (WT-

(multi-rater ~ or  multi-dimensional CeedT° ©Fme T HOIRWT  FFFOD
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