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ABSTRACT

The study was aimed to examine the determinanbrfaadah the effectiveness of
Human Resources Planning in the higher learningitution, taking Mbeya
University of Science and Technology as the casdystThe study also wanted to
identify methods of Human resource planning. Thelgtalso wanted to establish
whether existing human resources planning methoalge hbeen effective in
acquisition and retain staff. Lastly to analyze ligmges facing human resources
planning.This was a case study and quantitativedgarch was used. To get primary
data respondents were selected randomly and pugbp$or the case study and data
was collected through administrating structured stjoanaires. Interviews were
conducted. For secondary data document review w@ad. Data was coded, edited
and analyzed. The study found that judgmental, cseng, trend analysis,
replacement and ratio are methods which MUST bdieappn human resources
planning. But also it was found that financial doasts, technology, lack of
expertise and the incapability of the staffs, amatkfiorce diversity are challenges
which influence human resource planning. Also tiuelys found that to a large extent
human resource planning is effective at the Mbeyavéisity of Science and
Technology. So it is recommended that to put mon@heasis on human resources

planning so as ensure University goals are achieved
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CHAPTER ONE

INTRODUCTION AND BACKGROUND

1.1  Introduction

Human resource planning aims at fulfilling the alijges of manpower requirement.
It helps to mobilize the recruited resources fa pmoductive activities. The human
resource planning is an important process aimingnto business strategy and its
operation. It ensures that people are availabl@ravide the continued smooth
operation of an organization and determines theréuheeds of manpower in terms

of the number and kind (Gupta,2005).

It helps tocope with the change associated witteiternal environmental factors. It
helps assess the current human resources throughnhtesources, inventory and
adapts it to changing technological, political, isexultural, and economic forces,
recruit and select the most capable personnel ltojoid vacancies. But also
determines human resource needs, assesses ttabkvhiiman resources, inventory
level and finally recruit the personnel needed eédqgrm the job, identifies the skill

requirements for various levels of jobs.

Then it organizes various training and developneantpaigns to impart the required
skill and ability of employees to perform the tasHiciently and effectively. It

focuses on the optimum utilization of human reseuccminimize the overall cost of
production, reduces the impact of uncertainty whatle brought by unsudden
changes in processes and procedures of human cesoonanagement in the

organization (Stone, 2005).



Human resource planning is a long term activity,jclvhenables organizations to
cope with coming obligations to achieve its objeesi It is a technique to hire a right
person for the right job with the right experienfoe the accomplishment of
organizational goals. Achieving organizational gosblely depends on the human
resource planning, because human skills, play apoitant role for goal
accomplishment. For the accomplishment of goais itecessary that goals must be
achievable, measurable and there should be a tiameeffor it. Human resource
planning tells you that how many people with how chuqualification and
experience are required to do that job in specihiedod of time. Once the process is
started there is need of regular follow up andewvso that things go in the right

direction so that the organization goals to beeaad (Mondy and Noe, 2006).

1.2 Background of the Study

Human resource planning is the estimation of futdemnand for and supply of
human resources for the accomplishment of statenizgtional goals. It consist all
the activities of human resource management suchHogecasting, collecting
information, policy making, recruitment, trainingcadevelopment, motivation and
development of human resource in the organizatmen the right number and the
right kind of people in terms of skills, knowledged years of work experiencing are
arranged at the right job within the right time Iswrganization will develop (Gupta,

2005).

Human resource planning involves gathering of imation, making objectives, and
making decisions to enable the organization achiesvebjectives. Everyone in the

organization should understand where the Orgaoizatants to go and how it wants



to get to that point. The needs of the employeesdarived from the corporate
objectives of the Organization. The organizationldaot manage or products and
services created and delivered without the us&@fskilled personnel. Technology
and money are also required to achieve the goaltheforganization, but these

resources cannot be utilized without any assisténooe people (Onah, 2008).

All organizations should have written goals that part of their business plan. These
goals can describe what the company plans to adnip terms of market share,
growth and profitability. If goals are tied to othexternal awards, such as group
recognition or rewards, it can further improve thetivation level (Gupta 2005).It is
up with experts in human resources to help mandgeesage the combined talents
of employees so that all objectives can be met. ddars and HR workers can
experiment with performance management strategpetsthey need effective HR

practices to motivate employees and maintain tbgalty (Amstrong, 2006).

The importance of planning human resources in diguoganization cannot be
over-emphasized. Human resource planning is nagessae careful done in order
to meet socioeconomic goals of the society.. Humesmources planning therefore
provide direction, reduce uncertainty, and minima@aste and sets standards.
Therefore, according to (Yusufu 2006) no activittesn be done without planning;
just as nothing can be done in any organizatiorhout first determining the

organization’s human resource needs.

There is an increasing realization of 2000’s; theere increasing claims that the

route to competitive advantage is achieved thrquegple. A crucial element is the



degree to which a link exists between the humaroureges practice and

organizational achievement (Amstrong, 2006).

Human resource planning is a very important aspe®tUST. This is due to the fact
that, at MUST the most valued assets is the pesbptecollectively contribute to the
achievement of its objectives. Human resources pletical role in this University.
It maintains that human resource is the valuabketaswhich are necessary to
support the strategy of the organization. The huneanurce planning process is the
essential tool to identify the appropriate work®mstaffing levels and justify budget
allocations. HRP ensures that the organization Idpgeand maintains a talented
and energetic workforce to support organizationashdn, objectives and strategies.
MUST is operating in a rapidly changing environmeaoth as demographic shift,
changes in technology and workforce diversity. Hesve Human resource planning
has traditionally been used by organizations taenthat the right people are in the
right job, at the right time doing the right joldsor the time being MUST have
developed strategic human resource planning so atay competitive and attract
and retain the key individuals upon which its ssscdepends. Effective human
resource planning has become even more importadi 8T to ensure University

goal are achieved (MUST, 2015).

However, many organizations are striving to enstirere is effective human
resources planning. But there are a number of egdls facing many organizations.
These include a mismatch between applicants anliis. SKhis might be because

there is more demand in the organization than tlsene the available talent in the



job market. However, recruiting strategies aretttbiating the right talent. Not being
able to fill positions that are critical to achiegiorganizational goals, hence leave it
in a weak position. The needs of employees are rdimaso employers need to
satisfy them so as to be motivated and producfRregrams must address these
different needs in one culture. Also, technologichlanges require workers to
continuously add new technical skills. HR plannimgvolves planning for
organizational learning or developing staff skilis,keep pace with changes in the

business market (MUST, 2015).

1.3  Statement of the Problem

Human resources planning help to improve employesfopnance, client

satisfaction and involvement to boost productividgrvice quality and innovation.
The standard lecturing load in use at MUST has ldé€ehours per week for theory
teachers, 8 hours per week for skills developménhours per week for public
service, 8 hours per week for student consultatemms$ 4 hours per week for self

study and writing (MUST,2015).

To assist recruitment process it was recommendaidttie ratio of academic staff:
student is 1:8. Administrative staff: students H&1Technical staff: Student is 1:50,
Support Staff: Students is1:30. But over the ydAt$ST has been expanding in
terms of programmes being introduced and recruitenstudents.But concerns have
been raised pertaining the declining of academionimgy level. Some people have
expressed concern with the shortage of acadenficirstdhe University whilst there

have been outcries that there was over manningnracademician category.



Also, there are complaints of labor imbalance, ijadecurity, student performance
not promising, technology change and rise of comfdaand queries from
academicians on workload and overall poor servigality. Therefore, this study
intends to answer the question that is the humaauree planning is effective to
ensure that there is a significant relationshipMeen the number of employees,

number of students enrolled and program offerédeatUniversity.

1.4  Objectives of the Study

The study deploys both general objective and sigemiijectives.

1.4.1 General Objective
The general objective of this study is to examimedffectiveness of human resource

planning in Higher Learning Institutions.

1.4.2 Specific Objectives

1. To identify the methods of human resource plan@inhthe Mbeya University of
Science and Technology

2. Assess the extent of which the existing human megoplanning methods have
been effective in acquisition and retain staffia tUniversity.

3. Analyze the challenges facing human resource phgnai the Mbeya University

of Science and Technology.

15 Research Questions

1. What are the method of human resource planning wgaah the University?



2. To what extent has the Human Resources planningadethas been effective
in acquiring and retain human resources of the Mbdgiversity of Science

and Technology?

3.  What are the challenges facing human resource iplgaraystem in the Mbeya

University of Science and Technology.

1.6  Significance of the Study

The study aimed to provide the best method of HRRBrganizations, especially in
high learning institutions which will ensure orgaation goals are achieved

Provides a procedure for establishment of effeciiuenan Resources Planning to
Mbeya University of Science and Technology so thatUniversity goals of offering

engineering, technology, technical education aathitig thus developing a critical

mass of highly trained technical manpower in engjimg fields, formulating plans

for the promotion, development and improvementefduality of education/training

being offered to students and other customers, @iiomn and encourage staff and
students innovativeness, initiatives and readiimesiseir fields of specialization and

study would be achieved.

The result of the study will give a way forwardhigher learning Institutions on how
the best way to handle human resource planning jrREh reflect the internal and
external environment for better decisions and actidhas provided awareness and
knowledge to higher learning Institutions (HLI)rsformulating and laying policies,

strategies to ensure that their Institutions im@etand attain their objectives.



1.7  Justification of the Study

MUST is among high learning institutions facingffstompetition from both local
and international Universities. Enrollment of stmidehas been increased, so the
number of employees, technology and clients needymamic. This has increased

the need of HRP to cope with changes.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction
This chapter presents both theoretical and empilitegature reviews which would
cover the concept of human resource planning, s\steffectiveness and challenges

facing it.

2.2  Conceptual Definitions

2.2.1 Human Resources Planning

It is the process that links the human resourcesie€an organization to its strategic
plan to ensure that staffing is sufficient, qualifiand competent enough to achieve
the organizational goals. No organization can leessful in the long run without
the right number and the kind of people doing ilgatrjob at the right time (Gupta,

2005).

2.2.2 Theoretical Literature Review

2.2.2.1 Resources — Based View of the Firm Theory

This theory is centered on the competitive advantagd sustained advantages
(Barney, 1991). Any organization needs resouroest physical resources, human
resources and organizational resources. Human nesopractices can be discussed
from the view of making it as resources in the argation. It has been argued from
the firm’s resources point of view that to provisiestained competitive advantages
the resources must be unique or rare among cohpotemtial commodities in the

organization. Thus, the resource based view demaiastthe fact that, strategies are
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not universally implementable, but are Contingemthaving the human resources

(personnel) base necessary to implement them @aeksl Schuler, 1987).

Human resources can serve as a competitive adeanthg potential of capitalizing
on superior human resources management is the noéamaintaining competitive
advantage. This theory is relevant in this studyhenground that, HRP expects the
competitive advantages in the organization (Kleim2@05). HRP is done in the
organization because it is assumed that HR adde walthe firm but sometimes it is
needed to plan in order to get unique human ressuithis theory focuses only on

how personnel are seen as resources in the firmdiwn how they are obtained.

2.2.2.2 Goal-setting Theory

This had been proposed by Edwin Locke in the y8&81This theory suggests that
the individual goals established by an employeg ptaimportant role in motivating

him for superior performance. This is because theleyees keep following their

goals. If these goals are not achieved, they eitfmprove their performance or

modify the goals and make them more realistic.dsecthe performance improves it
will result in the achievement of the performancanagement system aims

(Salaman et al, 2005).

2.2.2.3 Systems Theory

The systems approach views the organization asta $ystem comprised of
interacting subsystems, all of which are in compieberaction with the relevant
external environment. Organizations are pictured'iaput-transformation-output

systems" that compete for resources. The survivdlposperity of an organization
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depend on effective adaptation to the environme&hich means identifying a good
strategy for marketing its outputs (products andvises), obtaining necessary

resources, and dealing with external threats (Y1&@4).

Survival and prosperity also depend on the efficyeaf the transformation process
used by the organization to produce its goods a&andices, on worker motivation,
and in cooperation. The efficiency of the transfation process is increased by
finding more rational ways to organize and perfone work and by deciding how to
make the best use of available technology, reseur@md personnel. Top
management has primary responsibility for desigr@ngappropriate organizational
structure, determining authority relationships, amabrdinating operations across
specialized subunits of the organization (Yuki, 409\ system can survive only
when it delivers an output that can be exchangedné&w inputs as well as for

maintaining the system.

2.2.2.4 Contingency theory

The contingency or situational approach recognihas neither the democratic nor
the autocratic extreme is effective in all extensiwanagement situations. Also is an
organizational theory that claims that there is Imeiter way to organize a

corporation, to lead a company, or to make decssibrstead, the optimal course of
action is contingent (dependent) upon the inteamal external situation. Generally
the environmental factors such as technology, sensphnd distributors, consumers,
competitors, government and unions to determindg Was to be done. Organizations
are open systems that need careful managementidty gad balance internal needs

and to adapt to environmental circumstances. Is ¢ase there is no better way to
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manage. Management must be concerned, above @llvath achieving alignments
and good fits, (Vroom and Yetton,1973).All the maleove helped the study in the
effectiveness of human resources planning at MUBIrthermore, the models
helped the study to investigate the effectivenessH&Pin higher learning

institutionsTanzanian.

2.2.3 Human Resource Planning

Human resource planning has been defined as thmeggdyy which management
determines how an organization should move froncutsent manpower position to
its desired manpower position. Thought its managers&ives to have the right
number of people, the right kind of people at tightr place at the right time does
things, which results in both the organization #melindividual receiving maximum

long — range benefit (Ghupta,2005).

2.2.4 Objectives and Importance of Human Resourcel@ning

HRP is designed to ensure optimum use of existingan resource, forecast future
requirement for human resources, link human resopkanning with organizational
planning, provide control measures to ensure tleaessary human resources are
available as and when required, determine levet@iuitment and training, facilitate
productivity bargaining and estimate the costurhan resources and housing needs
of employees. HRP carry on its work to achieve dbgectives, helpful in the
selection and training activities, ensures thatjadee number of persons are selected
and trained well in advance to fill future job vacegs in the organization. It

identifies gaps in existing manpower in terms tlggiantity and talent and come with
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strategies to develop existing manpower to fillufet vacancies. Helps to replace

employees, who retire, die, resign and incapacitdte to injury (Ghupta, 2005).

2.2.5 The Method used in Human Resource Planning

Several scholars have written about how a compay determine its human

resource needs and define plans on how to meet thesds. (Mondy and Robert
,1984) in their book titled the Management of hunmasources have written two

types of techniques of forecasting demands, thesegaalitative and quantitative

based techniques. (Torrington and Hall,1987) termealitative based techniques as
Delphi technique, where a series of questions an¢ ® experts to be completed

anonymously until a consensus on the forecastecuesns reached.

The same method (Kleiman, 2005) called Judgmengdhods where the demand is
forecasted using the panel of experts who are asikeguut their heads together.
(Kleiman 2005) puts forward further that sales éorestimates can be used to
represent another judgmental approach for humaures demand. Other methods
are statistical or mathematical oriented (Kleim2005) According to these scholars;
the methods are trend analysis, ratio analysis remekssion analysis and simulation
methods. With a simple understanding these methimd$orecasting of demand

basing on the relationship between the businessrfand work force size (Kleiman,

2005).

Human resource planning involves several steps,ctwhincludes analysis of
organization plan, demand forecasting, supply fasgng, identifying manpower

gaps and action planning (Armstrong, 2006).
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2.2.5 Demand Forecasting
This is the process of estimating the future numioéipeople required and the likely
skills and competencies they will need. Details raxuired for any plan or project

that would result in demands for additional empésyer different skills.

So far as possible, plans should also be revieWwatdcould result in rationalization
and possibly downsizing as a result of cost reduactrive, a business process re-
engineering exercise, new technology leading teem®e productivity or a merger or
acquisition. The demand forecasting that can bed use produce quantitative

estimates of future requirement (Armstrong, 2006).

2.2.5.2 Managerial/ Expert Judgment

This is the typical method of forecasting wherebgniagers or specialist sit down
and think about future workload. They decide howynpeople are needed. This can
be no more than guesswork unless there is val@afidence available of the forecast

increases in activity level or new demands foriskil

2.2.5.3 Ratio and Trend Analysis

This is carried out by studying past ratios betwessy the numbers of direct
(Production) workers and indirect (support) workarsmanufacturing plants and
forecasting future ratios having made some allowarior changes in the

organization or methods. The activity level foredgaghen used to determine (in this
example) direct labour requirements and the fotaedi® of indirect to direct would

be used to calculate the number of indirect workeeded.



15

2.2.5.4 Work Study Techniques

Work-study techniques can be used when it is plessibapply work measurement.
This is to calculate how long operations shouldetaid the number of people
required. Work study techniques for the direct veoskcan be combined with ratio

trend analysis to calculate the number of indivemtkers needed.

2.2.5.5 Forecasting Skills and Competence Requirems

Forecasting skills and competence requirementdaagely a matter of managerial
judgment. This judgment should however be exercisedthe basis of careful
analysis of the impact of project product marketed@poment and introduction of

new technology, either information technology omgaiterized manufacturing.

2.2.5.6 Supply Forecasting

Supply forecasting measures the number of pedgdéylio be available from within
and outside the organization. Reasons may be lakstage and retirement,
absenteeism, internal movements and promotionschadges in hours and other

conditions of works.

The forecast will be based on will be based on;lysia of existing human resources
in terms of numbers in each occupation, skills @atential, Forecast losses to
excising resources through analysis of labor wast&grecast changes to existing
resources through internal promotion, Effect of ndiag coalitions of works and

absent schism, source of supply from outside ofbtiganization in the national and

local labor market (Armstrong, 2006).
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2.2.6 Effectiveness of HR Functions

The literature can be divided into different categ® with reference to evaluation of

the effectiveness of HR functions. In the firstegmry, the effectiveness of HR

functions is evaluated in terms of relative protduasiess and cost-effectiveness. The
focus is on generating a meaningful set of measwash as employee turnover,

absenteeism, health and safety records, and enghiieude, which can be tracked

over time. These criteria are then used to evaltlaeeffectiveness of the HR

function in terms of performance and cost (StoR€52.

In the second category, the effectiveness of HRtfans is evaluated in terms of the
value that it adds to business performance. Thisgoay focused on value-adding
HR practices such as HR staffing, cost and remtinetaabsence and retention,
recruitment, training and development. This cardbee through an opinion survey
as measuring instrument, in the form of a quesaoen The questionnaire would
base on the customized evaluation model for HR&cg¥eness. The structure of the
questionnaire included key evaluation questions defines evaluation criteria

(Naves, 2002).

2.3 Empirical Literature Review

Human resource planning is an important pre-retguifdr national development.
Most of the African countries have recouped the drtgnce of human resource
planning since the attainment of independence (iar2009) argued that African
country among other problem that are facing is hovihave effective government

run by the quality human resources. One can comntiesidthe human resources
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planning in African countries are not linked withet objectives of the respective
countries. Lack of professional, competent manpdwasrbeen addressed as the huge
challenge which faces these countries. (Yambe&l9P8upported this argument by
asserting that many African countries continueattefhuman resource management
(HRM) problems, in general and HRP, in particulAmong these obstacles are
misplaced priorities, lack of coherent policies apmpropriate planning processes,
inadequate management capacity, poorly developethow@ogy, and lack of

essential information.

African countries have expended a significant pdrtheir meager resources in
planning, development and utilization of human weses. Even the education
policy in the decolonized African was based on hamesource needs, in order to
ensure that the number of African employees tathtad of departing colonial civil
servants in so as to be able to carry out the enanachievement and growth.
However, most plans in African countries are pcdilly motivated and so they lack
vision and of zeal to improve the life of the larg@pulation in a specific society or
fail to narrow the gap in social inequalities (Gdaw, 1998). Gatachew adds that,
HRP in African countries is beset by data constsailimited organization capability
planning units and limitations of methodology andd®ls on playing with the

human resources planning.

Human resources planning in Africa are not consisées (Shangali, 2009) asserted
that it is having uncoordinated approaches. In,féotre is no match between
demand and supply of human resources. It has beeedthat people get training

or educated for non existing jobs, and so fail hecab trained and highly educated
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people, and status inconstancy where by peoplepgdugher level jobs or are given
little that are inconsistent with their traininghdse shortcomings are not unique to
the less industrialized countries. Some human resoplanning in African is just
because of the intrusive forces that dictate thelitimns in their countries and derail
them for their plans. A good example is the striaitadjustment programs (SAPS)
as promoted by the World Bank (WB) and internationanetary fund (IMF) which

is argued, that it has facilitated to unemploymami under employment in the less

developed countries (Gatachew, 1998).

In Tanzania there is a problem also of workersetivé the organization due to pay
system which does not improve motivational purposss far Tanzania has no
comprehensive policy which is multi-sectoral on lamnesources development. But
rather, there are fragmented policies in diffesatdtors (URT, 2003.). This is one of
the points to be made clear when planning for humesmources. The researcher
argues about the importance of considering the lBpYoach which tackles the

environmental culture rather than the traditiornad.o

Dessler (2001), opined that human resource planisira;y ongoing process that is
not static involving many interrelated activitiebish must be modified and updated
as conditions require. It includes the planning dadelopment of a human resource
program, such as recruitment, performance apprassal training to ensure that
people’s needs in the organization are met. Strigtleaking, we should call this
function “human resource planning and action prognang.” Furthermore, human

resource planning requires detailed analysis ofptiesent and the future to ensure
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that the organization has the right number of pea@piailable who possess the right
kinds of skills to perform the jobs required by theganization when the work is

needed (Izueke, 2009).

2.4  Conceptual Framework

This study assumes that dependent variable “effEotiss human resources
planning” is influenced by the practices of the HRIpartment, HRP in particular,
including staff skills plans, motivation and faieatment issues, pay levels designed,
career development framework, performance managefreenework, policies and

framework as well as grading and remuneration systed training.

Organization goal performance is indicated by Jadfgpmance, employee’s
utilization of their talents, the employee’s pagation in the plan of their careers,
share in training and development experiences, @epl satisfaction and low
turnover, commitment, lower absenteeism and higjuadity of work and financial

performance of the entire organization.

The model described in Figure 2.1 represents, eheaptual framework that will be
applied as a theoretical underpinning for the figdk in this research. It is
concluded from the literature review that acaderesearch needs to increase its
focus on evaluating the effectiveness of humanuess planning on organizational
performance. This research project would make atgtrdoution in the position of

human resources planning in Tanzania.
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Effective HRP Practices

Independent Variable Dependent variable

Methods of HRP

Organization
structure and
infrastructure HRP Effectiveness of Human
Challenges Resources Planning

Y

University policies

Figure 2.1:Conceptual Framework

Source: Study (2015)

2.5 Research Gap

Most studies has been done concentrating at ovenglact of Human resource
functions on overall goal achievement of the orgaton, but they have ignored the
planning part which is the cornerstone of HR deparit. Therefore, this study has
concentrated on the effectiveness of the Humaruress planning on achieving the

overall goal of the organization.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This Chapter describes the methodology which wasl uis assessing effectiveness
of Human Resources planning in higher learningitutgtn in the achieving
organization goals. It gives an account of the afdee study, data type and sources,
research design, targeted population and sampleggd, methods applied in
collecting data and their administration, validatiof instruments as well as data

analysis plan.

3.2 Study Area

The study was conducted at the Mbeya Universitysaence and Technology in
Mbeya Region. The selection of the study area wased on the following two

reasons. First, MUST is one of the higher learrdmsgitution in Tanzania at which

adopted HRP as per Government directives. Alsotdpie in question has not been

researched at MUST.

3.3 Case Study Approach

This case study method help the study to investiggemporarily phenomenon with

its real life context as the boundaries betweeritltephenomena. In this respect, the
case study method enables the study to gain atcesswious data sources and to
process an extensive variety of materials suchaasirdents, artifacts, transcripts
from interview and observations. Case study methtsb allows a systematic

observe starvation of policies, structure and odrdgéan organization.
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3.4  Selection of the Case Study

The study employed case study design to bring atbeuinner insights of the details
and comprehensive in nature which assisted the/ studet more information. Also
on using these types of research design was eaggnteralize the results to other
higher learning institutions, in addition the udecase study design did not cost
much compared to other research designs andléxiblie in using various methods
of data collection. Has enabled the use of metgdurces of evidence and reduces
the bias associated with the use of a single soafcevidence. The Institution
(MUST) is purposefully selected due to the facttti® the higher Learning
Institution in Tanzania which aims to develop acadeally, technologically and
socially competent students, staff and other stalkieis who will be responsive to

the broader needs and challenges of the society.

3.5  Study Population
Kothari (2011) population is a group of individuagrsons or items from which
samples are taken for measurement. The populatialy svould involve MUST

staffs both academic and nonacademic totaling 512.

3.6 Sample Size

The study included 50 respondents as a representaample of the targeted
population (500) which is 10%. It was calculatezhirNassiuma’s formula
n=NC"2/C"2+(N-1)e"2

Where

n=sample size
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N=population

C=Coefficient of variation

e=Margin of error

Whereby:

N=512

C=18.593

E=0.025

Therefore
n=512*18.593"2/18.593"2+512-1*0.025"2

n=50

Figure 3.1: Population and Sample Distribution

S/n Respondents Population % Sample %

1 Academic staffs 292 57 30 60

2 Nonacademic staff 220 43 20 40
Total 512 100 50 100

Source: Field Data, 2015

3.7  Sampling Techniques/Procedures
The study employed purposive and simple random Bagprocedures/techniques

in determining the required sample of the studyb()=

3.7.1 Purposive Sampling
The study chose only those elements which beliegeede able to deliver the

required data.
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3.7.2 Simple Random Sampling

The names of the respondents were written for gmobp category (clients) of a
finite population on a slip of paper, and slipgpaper prepared to put into a box and
mixed them thoroughly and then drawn (without lo@gi the required number of
slips for the sample one after the other withoytlaeement. The technique was
appropriate because the sampling frame is notaigeland each unit is accessible.
Simple random sampling was used to select 50 refps. This is because no
discrimination or special knowledge was requiredeimployees to participate in the
study and so bias is not deserved. This way, &llesed employee of MUST had

equal probability of being chosen into a samplepwhdently.

3.8 Sources of Data

The study employed both the primary and secondausgcss in obtaining the data.

3.8.1 Primary Data

Primary data provided by the subjects in the santpl®ugh the scheduled
interactions by using the well prepared tools. Tbhels employed to obtain the
primary data in this study were interview methodd aself-administered

questionnaire.

3.8.2 Secondary Data
Secondary data obtained from literature sourcetata collected by other people for
some other purposes. These data provide secondiffanchation and include both

raw data and published ones. HR reports and capfidgtters and minutes of
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meetings, journals and textbooks were reviewededkcondary data in this study

were obtained through internet search method andrdentary analysis method.

3.9Data Collection Methods and its Instruments

Primary and secondary data; interview, internetcteadocumentary analysis and
self-administered questionnaire methods were apptiedata collection. A research
instrument is a logical model that guides the nedes in the process of collecting;

analyzing and interpreting data.

3.9.1 Questionnaires

The study applied both closed-end and open-endtiquesin designing the
questionnaire. The primary motive of having struetu questions is to save the
respondent amount of thinking and effort. It pr@ddan opportunity to have control
over the thinking of the respondents in order tewar the question faster, cheaper,
give the respondent ample time to give the requinddrmation in the provided
document, hence 98% responded and only 2% didsftored hence were replaced

with others from population the HRP at MUST.

A questionnaire was framed in such a way that ¢spanse was quantified. In most
questions the Likert scale which gave a statementvhich a respondent was
expected to indicate the degree of agreement agdiement in order get an insight

on the effectiveness of the HRP at MUST (See Appetd

3.9.2 Interviews
Face to face interview was conducted to Director Wbfdergraduate Studies,

Principals and Heads of Department in which radpats were asked a subject a
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set of predetermined and probing questions. In ¢hise there were conversations
between interviewee and interviewer of oral-vediahuli and reply in terms of oral-
verbal answers. Interviews facilitate the revelatad more information through the

recording and taking down of notes from respondé®ee Appendix 2

The study provided the platform to guide the inm explore issues and probe
respondents. Personal interviewing was very flexdd a result, it allows the study
to collect large amounts of information from thesgendents Personal interviews
helped the study to observe gestures from managesnenelaborate further on the

questioning should there be a need and this prextrdmely informative.

3.9.3 Documentary Analysis

Existing documents were reviewed of comparabler@ass processes or systems in
order to extract pieces of information that arevaht to HRP. The study explored

data from statistical data, plain reports (quaytegports, annual reports, evaluation
reports, specific reports, monthly reports, tragnieports, Corporate Strategic Plans)
and performance reports of the department andutisti. This method was valuable

because it replaces one or two existing system$iandt affects institute.

3.10 Data Analysis Plan

Primary Data were edited, coded, hence analyzedtitai@vely into frequencies and
percentage and presented into graphs and tables whable to answer the research
questions and meet the research objectives. Tleete#ness of human resource

planning was compared between academicians andcademicians.



27

3.11 Data Processing

This study employed the following steps in procegsihe raw data before using

descriptive measures to analyze them which are:

1. Editing the questionnaire/ interview guide: Theirenfilled questionnaire was
proof read, crosschecked, corrected and finallyrsarized

2. Coding: Number was assigned to every question engtlestionnaire based on
the questions addressing each variable to faeldaglysis.

3. Data entry and analysis: Coded data were entetedhia Statistical Package for
Social Scientists Software (SPSS) hence analyzedudgh frequencies,
percentages and tables. T- Test was run for cosgarpurpose between

academic and non-academic staff on effectivenebHRéf.

3.12 Data Cleaning, Validity and Reliability Tests

To test for reliability, a study used a scale telsing SPSS software, questions in the
guestionnaire used to tested by distributing tamals number of respondents to
measure their reliability of predictor variabledeTlreliability of the instrument was
established using the cronbach Alpha measure efnat consistency which states
that reliability coefficient of 0.7 is an indicatiaf the presence of high reliability. In
the view of the Kothari (2011), the cronbach Alpf measure of internal
consistency is useful when measures have multggeed items such as attitudinal

scale (Amstrong, 2006).

The concept of reliability and validity are corsus in determining the quality of a
study. In order for a study to provide sufficieng8pund, consistent and relevant

evidence, the information provided must be botlabét and valid.
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To a large extent the study has managed to testteféness through a well set up
criteria. Test for validity of data collection ingtnents was done by developing a
content valid data collection instrument which viggsically achieved by a rational
analysis of the instrument by rating on a Likeralsc(1 to 5) familiar with the
constructs of interest. Specifically, a study rexed all of the items for readability,

clarity and comprehensiveness and selected itechgdied in the final installment.

3.13 Ethical Considerations

All information collected from the respondents wiasated with confidentiality
without disclosure of the respondents’ identity. istwver, no information was
modified or changed, hence information gotten wasgnted as collected and all the
literatures collected for the purpose of this studgre appreciated in the reference

list.
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CHAPTER FOUR

DATA PRESENTATION ANALYSIS AND INTERPRETATION

4.1 Introduction
This chapter is composed of four sections. Seatioa presents introduction of the
chapter, and findings of the study. The analyssdiacussion aimed at assessing the

effectiveness of human resource planning in hi¢ggemning institutions.

4.2  Profile of Respondents
This is the part that has described the charatiteri®f respondents who were

involved in the research.

4.2.1 Gender Profile of Respondents

It was also important to know the gender distribtof the respondents who were
involved in the study. The findings show that 8@ceat were males while females
were 20 percent. This implies that more males virelved in this study than the

counterpart.

Table 4.1: Gender Distribution of Respondents

S/n | Group Frequency Percent

1 Male 40 80

2 Female 10 20
Total 50 100.0

Source: Field Data, 2015
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This is because women running away from this cadrscience, engineering and
technology, so the numbers of females’ staffs atSWiUvere small compared to
males. This led few females to participate in thedg. But also it was seem that,
female’s attitude on science subjects and engingeras negative compared to

males, Jones at al (1999).

4.2.2 Age Profile of Respondents

The age distribution was important to this studyider to know the modal age of
respondents and their age was involved. The firediegealed that the majority of
the respondents were aged between 35-50 were B@npethis implies that this is
the age group which is available as human resounct®e University. Followed by
25-35 who were 28 percent, 50 -60 were 14 perdesg than 25 years were 6
percent and Over 60 were only 2 percent.The stuuyws that, 50percent of
respondents aged between 35 — 50, this implieshisat/niversity MUST wouldn’t
lack human resources power for over fifteen (15ryef human resources policies

would reflect needs and changes of employees angeidity.

Table 4.2: Age Profile of Respondents in Frequen@and Percentage

S/n | Age Frequency %
1. Under 25 3 6
2. 25-35 14 28
3. 35-50 25 50
4. 50-60 7 14
5. Above 60 1 2

Total 50 100

Source: Field Data, 2015
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4.2.3 Education Profile of Respondents

The educational profile is important to this studyorder to know the qualifications
of the respondents. The study revealed that theorihajof the respondents had
bachelor degrees who were 40 percent; this imghes this is the qualification
which is available as human resources at the UsityerFollowed by Masters
Degree who was 26 percent, Advanced Diploma wernget@ent, Ordinary Diploma
were 8 percent, Certificate were 6 percent, Seagndaere 2 percent, while 2

percent had PhDs and less than 25 years were émerc

The majority of the members were constituted bys¢éhwith bachelor and Masters
Education level as indicated in Table 4.3. Thisliegpthat University concentrating
employing staff with Bachelor and Masters and ugog them to acquire higher

level PhD. Because the University is not yet preyidstgraduate studies.

Table 4.3Education Levels of Respondents

Item Frequency Percent
Secondary education 2 4.0
Certificate 3 6.0
Ordinary Diploma 4 8.0
Advanced Diploma 6 12.0
Valid
Bachelor Degree 20 40.0
Masters Degree 13 26.0
PhD 2 4.0
Total 50 100.0

Source: Field Data (2015)
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4.2.4 Categories Profile of Respondents

The category profile is important to this studyomaler to know the categories of the
respondents. The findings revealed that the mygjaoit the respondents were
academic staff were 60 percent; this implies the is the group which is available

as human resources at the University, followed dry academic staff by 40 percent.

Table 4.4: Respondents Categories

Frequency Percent
Academic staff 30 60.0
Valid  [Non Academic staff 20 40.0
Total 50 100.0

Source: Field Data (2015)

4.3 Study Findings

The following is study findings, which were presshtis per specific objectives

4.3.1 Effectiveness of Human Resources Planning in Higherearning

Institutions
The study aimed to find out if Human resource piagns effective at MUST. The
findings MUST recruits employees after predictihg right number of employees,
University needs and reflects to changing envirammBut also it is analyzing the
supply of potential employees meets and balancesstipply and demands of

employees. This means that HRP at MUST is effective

For the study answers between academic and nom@i@adstaffs on the

effectiveness of HRP at MUST facilitate organiza#ib goal achievement were
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compared. This was done by test the hypothesigtierdine whether the means of
two samples are sufficiently different to concluithe results in from the groups.
Independent samples T-test was used to companeshé between Academic and

Nonacademic staffs. The results were as indicatddble 4.5 and 4.6.

Table 4.5: Mean Score of the Respondent

Groups of N Mean Std. Std. Error

respondents Deviation Mean
HRP at MUST is | Academic 30 3.27 1.507 275
effective Non academic 20 3.05 1.504 .336

Source: Field Data (2015)
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Table 4.6: Test Statistics of the Group

Independent Samples Test

Levene's Test
for Equality of

Variances t-test for Equality of Means

95% Confidence Interva

Mean Std. Error of the Difference

F Sig. t Df Sig. (2-tailed) Difference | Difference Lower Upper
HRP at Equal variances| .033 .856| .498 48 .620 217 435 -.657 1.091
MUST is assumed
effective Equal variances 499 | 40.943 .621 217 434 -.661 1.094
not assumed

Source: Field Data (2015)
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Human resource planning at MUST is effective

Interpretation of data

The results in Table 4.6 indicate that the varigbbbetween two groups is the same
because P>0.05.But also a significance is 0.85&lwis (P>0.05) of the opinions

between academic and non academic with regardéetdieeness of human resource
planning at MUST. The mean difference was 0.217 awdlue of 0.498 which

indicates that the difference is significant.

Respondents agreed that HRP is effective at theyMniversity of Science and
Technology and recognizes that people are the mmgbrtant resource for
supporting core function of the University i.e. elent teaching, research and
consultancy. Other activities are sponsoring, @irap and providing facilities for
conferences and seminars, engaging self relianteti@s for effective financing
and promotion of entrepreneurship. The Universigs hmanaged to increase
enrollment by 93% to reach at from 2500 to 3342 rebyg initial target was 3600

students.

University need the people whose skills and talargsutilized to do the work that be
used effectively for the University to be succeksflhe human resources are
considered to be an organization’s greatest resodiis is due to the fact that the
University could not be managed or products andices created and delivered

without the use of the knowledge, skills, and &p#i by people.

MUST commit to supporting ongoing staff developmewhereas a number of

professors and Senior Lectures has increased tredtie student —lecturer ratio so
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as to ensure they deliver at optimal level. It sarppstaff by enrolling for studies in
different levels (i.e. Bachelor, Masters and PhDhdss) that enhance human
resources capacity and capability in service dedideby increasing number of

trained personnel and therefore level of custoragsfaction increased.

MUST goal is to ensure all staff members contribute the maximum from their
departments, while having opportunities to develwgr talents, to acquire and use
new skills, and thus to achieve greater careerce¥fness and satisfaction.
Technology and financial resources are also requioeachieve the goals of the
University, but these resources cannot be utiliséthout any assistance from

people.

4.3.2 Human Resources Planning Methods at MUST

The objective was to identify methods which MUSTplgpin human resources
planning. For the study answers between acadendaan academic staffs on the
methods used to plan human resources needs at M#$d compared. This was
done by question which needed them to rate metiwbdsh is mostly used at MUST.
T-test was used to determine whether the meansvofsamples are sufficiently
different to conclude the results in fact from tiveups. Independent samples T-test
was used to compare the result between AcademicNamécademic staffs. The

results were as indicated in Table 4.7 and 4.8
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Table 4.7: Test Statistics of the Group on Evaluatin on Planning Methods

Groups of N Mean Std. Std. Error

respondents Deviation Mean

Academic 30 3.53 1.074 .196
Ratio

Non academic 20 3.15 1.424 .319

Academic 30 3.67 .844 154
Judge

Non academic 20 4.05 .887 .198

Academic 30 3.80 .847 .155
Forecasting

Non academic 20 3.90 1.021 .228

Academic 30 3.77 817 .149
Trend

Non academic 20 3.60 .754 .169

Academic 30 4.03 .809 .148
Replacemen

Nonacademic 20 3.10 1.119 .250

Source: Field Data (2015)
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Table 4.8: Independent Samples T-test Results Evaltion on Planning Methods

Levene's Test

for Equality of

Variances t-test for Equality of Means
Sig. 95% Confidence Intervay
(2- Mean Std. Error of the Difference
F Sig. t df tailed) | Difference | Difference | Lower Upper
Ratio Equal variances 3.779| .058 1.084 48 .284 .383 .354 -.328 1.094
assumed
Equal variances not 1.025| 33.029 313 .383 374 -.378 1.144
assumed
Judge Equal variances 106| 747 -1.542 48 .130 -.383 .249 -.883 117
assumed
Equal variances not -1.52639.449 135 -.383 251 -.891 125
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assumed

Forecasting Equal variances 499| .483 -.377 48 .708 -.100 .265 -.634 434
assumed
Equal variances not -.363| 35.535 719 -.100 276 -.659 .459
assumed

Trend Equal variances 114 737 728 48 470 167 229 -.293 .627
assumed
Equal variances not .740| 43.097 463 167 225 -.287 .621
assumed

Equal variances not 3.212] 31.990 .003 .933 291 341 1.525 1.481

assumed

Source: Field Data (2015)
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Interpretation of data

The results in Table 4.7 and 4.8 indicates thatvtr@bility between two groups is
the same because P>0.05 although it was very miir{irea not significant). Mean
for academic respondents were 3.53 and non acadeasi.15 both were neutral.
The mean difference was 0.383 and t-value of 1.08th a significance0.058
(P>0.05) of the opinions between academic and tademic with regards to human
resource planning at MUST it shows that the rasi@anethod is applied. It further

indicates that a significant (p>0.05) supportsstadement is accepted.

Respondent’s opinion was that organization paskesugh different stages and
conditions. HRP should concentrate on current charthe organization is going
through, to come up with reliable projections canaggg future activity. This usually
involves ratios, such as that between the numbevookers and the revenue of the
company. For example, each lecturer should haveslér week for lecturing. To
determine the demand of human resources it needsddalance between the tasks
and employees available. There should be standarkload each employee could

take and accomplish effectively and efficiently.

The human resource personnel must rightly estiteaight number of personnel
with right skills so that they perform well theiuties to achieve overall goal of the
organization. Ratio analysis is also useful in emarking organizational efforts
with industry or competitive standards to help tifgrareas of strength or weakness
in an organization. If the workload is balancedwiite number of personnel it would

help employees to deliver services on their outmasthigh service quality.
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Interpretation of data

The results in Table 4.7 and 4.8 indicates thatvtr@bility between two groups is
the same because P>0.05. Mean for academic resgendas 3.67 (neutral) and
non academic was 4.05 majority agreed. The medereliice was 0.383 and t-value
of -1.542, with a significance of 0.747 (P>0.05)tlké opinions between academic
and non academic with regards to human resourecmipig at MUST it shows that
the judgmental method is applied. This means teapandents have agreed that
judgment is one of the methods applies at the Usitye It further indicates that a

significant (P>0.05) supports the null hypothesiadcepted.

Judgmental is another approach which Human perscmmgly to forecast the
number of personnel. Always these are the persdhirwthe organization who
knows better the trend of the industry in termscoimpetition, technology which
reflects the needs. Experts discuss with diffeegerts in an organization while
examining firm's strategic plans for developing nawducts or services, expanding
to new markets or student enrollment. Although thethod is not accurate to a large

extent it needs assistance from other method taceedrror.

Interpretation of data

The results in Table 4.7 and 4.8 indicates thatvtr@bility between two groups is
the same because P>0.05. Mean for academic reggsndeere 3.8 and non
academic was 3.9 both of their majority have agreBlde mean difference was -0.1
and t-value of -3.77, with a significance of 0.483>0.05) of the opinions between

academic and non academic with regards to humaunes planning at MUST it
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shows that the forecasting as a method is appliedurther indicates that a
significant (p>0.05) support the statement thatgoblysis is also applied to forecast

demand for labor.

After an organization has done a job analysis aretiea assessment it would be in a
position to determine .The number and nature ottipas it will need to carry out its
work at a particular point in time. It then estiestwvhich of these positions will be
filled at that time by individuals who already ammployed by the organization. The
process should be carefully done because if théakasis done, it might lead to
either underestimate or overestimate. Any mistakdorecasting might lead to
misuse of the available resources. This would rarsgecessary running costs and
eventually decreases profit. The right estimateukhoeflect on the job available,
employee’s movement or other positions through demar promotion, retirement
and turnovers. Also growth should be put in consitien for example, expanding to

more branches, departments or mergers.

Interpretation of data

The results in Table 4.7 and 4.8 indicates thatvtreability between two groups is

the same because P>0.05. Mean for academic resgendere 3.77 and non

academic was 3.6 both were neutral, though mordemc@ians agreed than non
academic. The mean difference was 0.-0.1 and evafl0.167, with a significance

of 0.737 (P>0.05) of the opinions between acadend non academic with regards
to human resource planning at MUST it shows thatttend as a method is applied.
It further indicates that a significant (p>0.05pport that trend analysis is applicable

at MUST.
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In this case the respondent’s opinion was baseith@ifact that the organization has
been performing activities for the past years. Thesans that there are some trends
of activities or behavior which the organizatiors eeen following. This can be used
topredicts the demand for labor based on projestwinpast relationship patterns
over a number of years between an operational irfidex, revenue per employee,
productivity per employee) and the demand for lgbomber of employees). As one
of the simplest methods of forecasting HR demarahdt analysis assumes that an
organization’s past employment needs are indicativéuture needs when linked

with an operational index.

Human resources experts added that for the treatysam to work effectively it

needs to identify operational index such as thebwrmof periods per facilitator in a
week, number of classes, number of students pes dampared to lecturers or the
number of seminars to be performed in a semestersd indices may predict the
size of the workforce needed for the next tasksthieumore this information, the
planning team can calculate the average ratio efbilsiness or operational index
and the workforce size in the past. This informatie used to forecast human

resource demand.

Interpretation of the data

The results in Table 4.7 and 4.8 indicates thatvtr@bility between two groups is

the same because P>0.05. Mean for academic reggsndere 4.03 agreed and non
academic was 3.10 were neutral. The mean differevac 0.933 and t-value of

3.425, with a significance of 0.249 (P>0.05) of dmnions between academic and
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non academic with regards to human resource plgratirMUST it shows that the

replacement as a method is applied.. It furthercatds that a significant (p>0.05)
supports the statement is accepted.

Respondents added that this technique is too dilgeso to avoid mistakes it

should be supplemented with quantitative methodewé¥er, there are other

techniques besides the mentioned above. This wesmrmaeendation of human

resource experts who added some other techniquesseTinclude managerial

judgment whereby managers come for discussion bottom to top level and bring

their forecast at their departments and combinethmy for aggregate forecast. This
method involves many experts at the workplace whows better the organization

trend; hence they accurately estimate the rightbmrrof employees.

Regression analysis is another method which coelduged to forecast human
resources perfectly. The methods, supplementsorersi the ratio-trend analysis,

involving the plotting of past relationships sotthegression lines can be drawn and
trends planned out. In the equation which relasesable such as production units,

number of periods and lecturers needed could elasitjepicted.

4.3.3 Assessment of the Effectiveness of the Existing Ham Resource

Planning Methods in Acquiring and Retaining of Staf at MUST
The objectives of human resource planning in ewgganization are ensuring the
optimum use of human resources currently employeldoaoviding for future human
resources need as regards skills, numbers and afgssentails ensuring that the
organization at all times has the right number efspnnel, with the right level of

skills in the right jobs at the right time and tlhése personnel are performing the
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right activities for the attainment of organizatibmbjectives. However, the central
objective of human resource planning in an orgdiaas to construct a strategy of
human resources development consistent with thanargtion’s broader aims of

economic development.

Table 4.9: Statistics Group on Evaluation of Effestess of HRP

Groups of N Mean Std. Std. Error
respondents Deviation Mean
HRP put HR in place which Academic 30 3.27 1.143 .209
helps to communicate and
coordinate efficiently and Nonacademig 20 3.15 1.348 .302
effectively and make decisions
HRP creates ability to respond | Academic 30 2.83 1.392 254
changes in the market of Non
employment equity and skills | academic 20 3.20 1.281 287
HRP helps to attract and retain| Ac@demic 30 3.43 1.165 213
talents which facilitates Non
organization goal achievement | academic 20 3.15 1.309 293
Academic 30 3.97 .999 .182
HRP helps to foresee risks hen Non
reduce unnecessary costs . 20 3.85 1.040 .233
academic
Academic 30 3.53 1.137 .208

It facilitates employees
wellness(occupational health af Non

safety) academic 20 2.95 1.276 .285
Academic 30 3.30 1.088 .199

It enables to create a healthy Non

industrial relations . 20 3.15 1.309 .293
academic

It retains best talents which the| Academic 30 4.20 664 121

knowledge and skills attracts | Non

customers and market share | academic 20 4.15 671 150
Academic 30 3.53 1.525 .278

Facilitate student performance | Non _ 20 3.40 1536 343
academic
Academic 30 4.00 .743 .136

It helps to attract competent
lecturers who can transfer

knowledge and deliver Nond _ 20 4.10 1.021 228
consultancy services at optimal a@cademic

Source: Field Data (2015)
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The study compared answers between academic andcaokemic staffs on the
methods used to plan human resources needs at MIHsS was done by question
which needed them to rate methods which is mosthdwat MUST. T-test was used
to determine whether the means of two samplesudfieisntly different to conclude
the results in fact from the groups. Independentdas T-test was used to compare
the result between Academic and Non-academic stAffsa plan, human resource
planning seeks to define the ends and means te\aesithe overall organizational

goal which include the following criteria in Table9.



Table 4.10:

a7

Independent Samples T-test Results &valuation of Effectiveness of HRP

Levene's Test
for Equality of

Variances t-test for Equality of Means
95% Confidence
Interval of the
Mean Std. Error Difference

F Sig. T df Sig. (2-tailed)| Difference| Difference| Lower Upper

HRP put HR in place which| Equal variances 1.210| .277| .329 48 744 117 .355 -.596 .830
helps to communicate and | assumed
coordinate efficiently and .

effectively and make Equal v::tjrlances not .318| 36.122 752 117 .367 -.627 .860

decisions assume

HRP creates ability to Equal variances 1.444| .235| -.941 48 351 -.367 .389 -1.150 416
respond to changes in the | assumed
market of employment .

equity and skills Equal variances not -.957| 43.148 344 -.367 .383 -1.139 406
assumed

HRP helps to attract and Equal variances .314| .578| .802 48 A27 .283 .353 -.427 .994
retain talents which assumed
facilitates organization goal .

achievement Equal variances not .783| 37.517 438 .283 .362 -449| 1.016
assumed

HRP helps to foresee risks | Equal variances 234 .631| .398 48 .692 117 .293 -473 .706
hence reduce unnecessary| assumed
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costs Equal variances not .395| 39.731 .695 117 .296 -.481 714
assumed

It facilitates employees Equal variances .281| .599| 1.693 48 .097 .583 .345 -110| 1.276

wellness(occupational healthassumed

and safety) Equal variances not 1.653| 37.530 107 583 353|  -131| 1.98
assumed

It enables to create a healthyEqual variances .645| .426| .440 48 .662 150 341 -.535 .835

industrial relations assumed
Equal variances not 424| 35.577 674 .150 .354 -.568 .868
assumed

It retains best talents which| Equal variances .041 .840| .260 48 .796 .050 .193 -.337 437

their knowledge and skills | assumed

attracts customers and .

market share Equal variances not .259| 40.599 797 .050 .193 -.340 440
assumed

Facilitate student Equal variances .042 .838| .302 48 764 133 441 -754] 1.021

performance assumed
Equal variances not .302| 40.683 764 133 442 -760| 1.026
assumed

It helps to attract competent Equal variances 3.117| .084| -.401 48 .690 -.100 .249 -.601 401

lecturers who can transfer | assumed

knowledge and deliver Equal variances not “377| 32.155 709 ~100 266|  -641| 441

consultancy services at
optimal

assumed

Source: Field Data (2015)
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Interpretation of data

The results in Table 4.9 and 4.10 indicates thatvtriability between two groups is
the same because P>0.05. The mean difference Wa# &nd t-value of 0.329, with
a significance of 0.277 (P>0.05) of the opinions@®n academic and non academic
with regards to human resources planning effecigenon communication and
coordination at MUST. It further indicates that igndficant (p>0.05) supports the
statement HRP put HR in place which helps to comoat@ and coordinate

efficiently and effectively and make decisionsasepted.

From the field it was found that MUST organizatstructures do facilitate effective
and efficient communication. Each unit in the Umsiy has its own structure which
is linked with the University overall structure. 83e structures ensure that effective
methods for planning, communicating, and decisioaking are in place and
everything is performed at the right time and plaé®r larger projects, a
management committee could also be appointed. im ¢hse there are also
committees, board of the University helps to comitate and execute daily
operations. Besides these HR has developed aoredhtp between these functions
so that they can work together. Together with thdBehas developed supporting
plans such as human resource plans which has eegXogetails indicating tasks
that he will perform, time to perform and targetatthieve. A communication plan is
also in parallel to the entire organization throubk structure. Each employee is
evaluated based on the activity that he has besgresl to do. This would simplify
even during the payments for the bursar to refer gpprove for the payment. HR

experts added that to be effective, executives mlast an active role in translating
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the theme into corporate priorities and objectigesach level of the organization”.
The leader's communication strategy must be clair also there should be the way
of obtaining feedback. Communications are alwaysmdiesimple, specific, well
designed and not ambiguous during the entire psdtes planning, implementation

to evaluation.

Interpretation of data

The results in Table 4.9 and 4.10 indicates thattriability between two groups is
the same because P>0.05. The mean difference wa67-and t-value of -0.941,
with a significance of 0.235 (P>0.05) of the opmsobetween academic and non
academic with regards to human resources effedsgmn ability to respond to
changes in the market of employment equity andss&tl MUST. It further indicates
that a significant (p>0.05) supports the stateniiRP creates ability to respond to

changes in the market of employment equity andssisilaccepted.

HRP enables the University to cope with changesompetitive forces, markets,
technology, products and government regulationsh@®hanges, generate changes in
job content, skills demands and the number of hureaaurces required. University
undergoes into different changes which do refleothbinternal and external
environments. To satisfy clients MUST is dynamicd afiexible. It applies
regulations, laws and policies to fit the prevalicompetitive environment to
achieve the overall University goal. MUST as othkrversities are faced with a
number of challenges, including technological clengorkforce diversity, cost
labour market need, employee’s needs. To ensume tiseeffectiveness of this

MUST HR department implemented as HR groups wodan) to respond to



51

environmental and organizational changes, becomee maluable, and deliver

results.

There are a number of units such Colleges, Instit&utd Schools which have their
autonomy. This means that each of these units,lalevénto a focused relationship
with an overall University direction. This relatsmp is enforced when the HR
person has a direct reporting relationship with tbader of the unit. In these
situations, the central HR group usually provideformation and services to the
head of these units. This implies that structur¢hef University changes basing on
the needs and objectives to be achieved so astier fine flexibility and creativity. It

is the role of the HR department to modify andotairocesses and services to meet

the needs of their assigned business units.

To meet with the demands of the employees HR dmeatt at MUST reflects
changes in the environment and react accordindgiyodgh engaging employees and
view them internal customers, learn consultingllskiand take their client

satisfaction as a measure of their success.

HR experts added that to meet the demand of cplaening, has been programmed
to increasing line managers' capabiliti¢zart of the future HR model is that
responsibility for HR activities is shared betwde® management and HR people.
MUST s therefore increasing line managers' knogéednd skills through career
development plans. By increasing these capabiléresires managers to be able to
rotate, replace and fill the gaps. In some instanttee human resource department

takes on the added responsibility for acting as lthison between the domestic
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operations and its outsourced personnel. In otases; the entire cleaning, catering
and security services may be outsourced. To beteféeand stay on the competitive
edge MUST HR department is flexible and adaptableetct to the changes to
ensure execution of activities is smooth. It inésidimproving the profile of

academic staffs and upgrades them so as to fillgdpe which has resulted from
university growth. Kianda campus has been introduared the HR department has

managed to divide some of its employees to pronekzied services at the campus.

Interpretation of data

The results in Table 4.9 and 4.10 indicate thatvidreability between two groups is
the same because P>0.05. The mean difference 283 &nd t-value of 0.802, with
a significance of 0.578 (P>0.05) of the opinions@®n academic and non academic
with regards to human resources planning effecéiserto attract and retain talents
which facilitates organization goal achievemenMaiST. It further indicates that a

significant (p>0.05) supports the statement.

Since jobs are becoming highly intellectual and umbents getting vastly
professionalized, HRP helps prevent shortageshafulacaused by attrition. Further
technology changes would further upgrade or degjade and create manpower
shortages. In these situations only accurate huresource planning can help to
meet the resource requirements. Further HRP isalsanswer to the problems of

attracting and retaining the skilled personnel.

With dynamic labour market it is hard to attractdaretain skilled personnel

especially with public institutions where salariésd wages are still low.HRP at
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MUST play a great role in creating policies whiclould invite a large pool of
skilled personnel to apply for vacancies with tequired criteria. For example the
employment for the 2013/2014 received more thar08&fplications for just 204
posts available. The process was competitive aatlectging to recruit the qualified
ones. With skilled and experienced HR personnelifteéh only were employed.
With good working conditions planned and executeehefit schemes and good
leadership attracted them to apply for the postsvéver, taping talented personnel

is to retain them in the University.

Respondent’s opinion was that at MUST there arelgooployment conditions and
policies. By practicing these regulations it isieaso retain these personnel. The
university has managed to retain 4 staffs aftairatient of 60 years. The university
found that they were needed and capable to delllerefore the request the permit
from the president's office public service managene employ them on a contract
basis of two years from 2013-2015.They worked fmurfyears which included 2
year contracts for two periods. The labour turnawge was as low as 2 personnel
per year in 2013-2015. In the first place they gireen with a realistic preview of

what their jobs would actually be like, rather tteamoverly glowing one.

Respondents added that workers need to be thampaparcel of the institute. They
want to be valued based on their contribution ® itstitute. If the needs of the
employees are satisfied there is a possibility thatild stay forever. Management
training also is crucial in this regard. Organiaa8 must train managers to be good

supervisors. Poor "people management” is a princanse of voluntary turnover.



54

Managers at MUST all levels know what is expedtthem, in terms of managing

people instead of just managing budgets.

MUST improves retention rates by creating a workimmment that encourages
employees to participate actively in the compangtl welfare. MUST also
recognize employees' contributions to organizatipnagress, but this recognition is
always tailored to the workers' individual needse University uses both monetary
and non-monetary rewards to motivate them. Besitias the university also
provides its employees with flexible schedules &stbfit their lifestyles. More
important than all is attractive packages such exgegus retirement plans, stock

ownership, health and health insurance, and emeldigEount programs.

Besides that respondents clearly declared thatl@eop the most important asset of
the any organization. Therefore, a key differentiaind challenge, for an institute is
how well it can attract, recruit, develop, motivatad retain its most important

people.

Because there is growing demand for skilled peppdeisely when traditional labour
markets are providing fewer new people with thétrigualifications and experience;
and organizations are still trying to recruit peopkith ever more specialized

knowledge.

For non academic employees it was also found agtmployee benefits package is
a powerful tool for attracting and retaining thesto@orkers. Benefits play an integral

role in employee satisfaction. In its most recemual trends survey, At MUST it is
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found that employees asked said the benefits wermportant reason they came to

work for a university.

Interpretation of data

The results in Table 4.9 and 4.10 indicates thatvtriability between two groups is
the same because P>0.05. The mean difference Wh8 8nd t-value of 0.398, with
a significance of 0.631 (P>0.05) of the opinions@®n academic and non academic
with regards to human resources planning effecéssrio foresee risks and reduce
unnecessary costs at MUST. It further indicates ghsignificant (p>0.05) supports

the statement.

Respondents have the opinion that the human resqlanning is also essential in
the face of a marked rise in workforce turnover alhis unavoidable and even
beneficial. Voluntary quits, discharges, marriagggpmotions and seasonal
fluctuations in business are the examples of fadwading to workforce turnover in
organizations. Careful consideration of likely figlevents, through human resource

planning might lead to the discovery of better nsefan managing human resources.

Thus, foreseeable pitfalls might be avoided. Is tase at MUST there has been no
other employment to increase unnecessary costs. ifhbecause the HR experts
estimate the right number with the right skillsitbthe vacant posts. There would be
extra payment to pay idle people. This has insoed effectiveness in the institute

by employing the active and needed employees.
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Interpretation of data

The results in Table 4.9 and 4.10 indicate thatvidr@ability between two groups is
the same because P>0.05. The mean difference %83 &nd t-value of 1.693, with
a significance of 0.599 (P>0.05) of the opinions@®n academic and non academic
with regards to human resources planning facifitatiemployees wellness
(occupational health and safety) at MUST. It furtlwdicates that a significant

(p>0.05) supports the statement.

From the field it was found that HRP at MUST faeile employee wellness by
complying with OSHA. They normally come to checle thealth of all employees

and advise for further treatment if it is necess#ryhey found there are employees
who are weak or sick they are advised for furtheec&. At the same time they
counter check to ensure OSHA rules and regulatbngorkplaces are in place as a
protective gears. However, human resources expeltled that in the case of
employees who are working in workshops and labaegoare wearing helmets,

gumboots, gloves and overalls to protect them. &secan accident happens,
university takes the responsibility to ensure staffe well treated at the hospitals
which are advanced to secure services which waddwver the health status of the

staff.

MUST has been always providing training to empleyd®w to work in safe
environment, but also the university provide spedgar which ensures all staffs
under sport tutor are doing exercises to improw raaintain good health. Though

the frequency of staff who regularly do these esesc are few, so they are
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encouraged to do more for the benefit of Univeraitg personal. This would ensure
the wellbeing of the staffs and help them to bgaond condition to deliver what is
needed at the level desired by the University. duthh this needed more emphasis
because staffs do not pay attention at maximumpandeive it as a waste of time.
MUST also be found to adhere to HIV policy whicheded all staff to check their
status and if they are affected they are advisedttend for the clinic as early as

possible.

In case with HIV and AIDS employees are still féarcheck their status. Guiding

and counseling services are provided to ensure dheyot stressed and lose hope.
Guiding and Counseling ensures that they maintaorala to deliver optimal

services and cope with situations. In additionytaee given light duties, allowances
and permission to attend clinic. | encourage thentlteck so that they can take
precautions to avoid it. This is done to ensure leyges are energetic for a very
long time. Affected employees are also given fatiffoods so as to support them to

maintain energy and capable to deliver at maximum.

Interpretation of data

The results in Table 4.9 and 4.10 indicate thatvidreability between two groups is
the same because P>0.05. The mean difference Was0d t-value of 0.44, with a
significance of 0.426 (P>0.05) of the opinions ke#w academic and non academic
with regards to human resources planning effecéigsron creation healthy industrial
relations at MUST. It further indicates that a digant (p>0.05) supports the

statement.
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Human relations in the workplace are a major pawltat makes an organization's
work. If employees will be in peace and harmonyehie possibility that they will
love each other. This will enable them to conceatan work rather than anything

else.

Human resource planning also is involved with angftrules and regulations which
if adhered would result into a good working plaéeployees must frequently work
together on projects, communicate ideas and pravidivation to get things done.
Without a stable and inviting workplace culturdfidult challenges can arise both in
the logistics of managing employees and in theopotine. Well-trained employees
engage workplaces, there is high possibility thasé employees will be industrious
and happy. Happy employees would never think ta fuam job rather face

challenges and market conditions.

Furthermore HRP by forecasting the future risks matyrecruit stubborn employees
and if it found that employee’s stubbornness is uevorking conditions, it would

come up with flexible conditions which ensure theyecomfort ability and avoid

confrontations with employees. These implies th&iappy worker is a productive
worker, this would help HRP to retain these skills a long time.HRP crafts

strategies on how to change mindset of new emptogeeas to set them into
organization direction rather than employees. Imeacases old employees can
sometimes be challenging if the circumstances ateonducive. To ensure quality
employees remain interested and engaged in thendsssirequires patience,
compassion and flexibility, but can actually make tbusiness more financially

sound.
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Another Non academic (HR department) added an a@pithat A healthy industrial
relations is that which increase job security antployment opportunities, raising
living standards through improved terms and coodgiof employment, improves
productivity (high quality of service) which enableemployers to be more
competitive and deliver at optimal and increaserthellbeing. But also healthy
industrial relations reduce and sometimes avoidlicts between employees and
establish a stable social relationship. In caserofiuctivity his opinion was that
productivity does not depend on individual effolbree. Many mechanisms which
contribute towards productivity gains are workatihdy where there is teamwork and
cooperation. So it is the task of the Human resoptanning to craft policies which
will ensure there will be climate appropriate t@wwéng the cooperation necessary

for productivity growth.

Interpretation of data

The results in Table 4.9 and 4.10 indicate thatvidreability between two groups is
the same because P>0.05. The mean difference @&as0d t-value of 0.260, with a
significance of 0.840 (P>0.05) of the opinions ke#w academic and non academic
with regards to human resources planning effecéigero retain best talents which
their knowledge and skills provides high qualityvsees to increase market share at

MUST. It further indicates that a significant (p68) supports the statement.

A significant market share is necessary to endugeUniversity stays in the market.
It is critical to the public institutions to ensutieey are productive or offer high
service qualities to beat the rivals. HRP has aifsogint contribution in this case,

because it is HRP which would recruit best skilsl &nowledge who can deliver
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such quality. Skilled personnel could increase potiglity and it depends to human
resources department plans to motivate and maragemporkforce. Employees may
produce more when they are well-rewarded, recogrexel suited for the work they
are assigned. It is the work of the HR departmentlan ahead to provide a work
environment where employees will want to increds®rtproductivity. In this case
MUST have managed to Ensure incentive payment selamin place. Bonuses for
extra work or improved productivity will give emplees incentives to work harder
or more efficiently. With this case HR departmenbvades cheque for the extra

work as soon as possible and differently from sagar

Non academicians added that specialization is meedethat to ensure they recruit
employees with the technical skills necessary f@ business or create training
programs to foster those skills among existing eyggs. MUST has managed to
plan for technical proficiency can leave the complatking essential competencies
it needs to compete by ensuring the young starswatketrained and succession
planning is in place. With this vision HR departrnensures there would be enough
inventory skills and stays at competitive edged pasition to capture market share
through superior execution of essential tasks. fbpéanning at MUST in assigning

employees to teams helps increase productivitys Biboth a managerial and an HR
skill. HR Managers monitor teams to see that thesnain on task. The HR

department can assist in assessing which skill indigiduals have and determine
how they may contribute to an effective team effortfact, HR can plan ahead for
the teams it knows the company would need and relire or train so that the

necessary skill sets are available when the neetiédime arises.
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Interpretation of data

The results in Table 4.9 and 4.10 indicate thatvidr@ability between two groups is
the same because P>0.05. The mean difference W3 &nd t-value of 0.302, with
a significance of 0.838 (P>0.05) of the opinions@®n academic and non academic
with regards to human resources planning effecégento facilitate students’
performance at MUST. It further indicates that gngicant (P>0.05) supports the

statement is accepted.

Student’s performance was related to quality otulems recruited. Respondents
agreed that Lecturers at MUST have all the requdqedlifications which enables
them to facilitate students' performance. There taylet schedules which start at
7:30am to 8:00pm regarding the needs. Punctuakst provision, assignments,
study tour and project supervisions enable studientsarn and practice at the real
situation. This helps them to instill confidence.2014 MUST has managed to get
the best award from Institution of Engineer Tanador overall best student in civil
engineering. This proves that staffs are capabléetiver their services at optimal

levels.

Interpretation of data

The results in Table 4.9 and 4.10 indicate thatvédreability between two groups is
the same because P>0.05. The mean difference wlaan@ t-value of -0.401, with a
significance of 0.084 (P>0.05) of the opinions ke#w academic and non academic
with regards to human resources planning effecégerno attract competent lecturers
who can transfer knowledge and deliver consulta®eyices at optimal at MUST. It

further indicates that a significant (p>0.05) suppthe statement is accepted.
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The study found that strategic plan of the orgdroma provides direction to
department on what and when to do. After HR depamtnassesses the current HR
capacity of the organization the department idexgtiknowledge, skills and abilities
of the current staff. This can be done by develppnskills inventory for each

employee.

The skills inventory should go beyond the skilleded for the particular position.
List all skills each employee has demonstrated.cktlon levels and certificates or
additional training should also be included. Aftdentifying skills inventory the
institute develops strategies to ensure these estakented staffs are retained. This
could be achieved through financial and non finananotivation techniques. To
ensure this MUST have employed academic staffs weitjuired such as; for tutor
GPA required is 3.8 and for assistant lecturersrtéeded GPA is 4.0. Oral and
written interview were conducted to test their daliges, confidence, context
practically in the panel as if they lecturing. Fram academic those who pass well in

their studies are selected through testing therm teithnical questions.

4.3.4 Challenges Facing Human Resource Planning at MUST

For the study researcher compared answers betwesgteraic and non academic
staffs on the methods used to plan human resouesds at MUST. This was done
by question which needed them to rate methods wikichostly used at MUST. T-
test was used to determine whether the means ofsawoples are sufficiently
different to conclude the results in fact from tiveups. Independent samples T-test
was used to compare the result between AcademidNamdacademic staffs. The

results were as indicated in Table 4.11
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Table 4.11: Test Statistics of the Challenges HRi2 MUST

Groups of N Mean Std. Deviation | Std. Error Meatr]

respondents
Financial constraints | Academic 30 3.70 1.208 221
to execute plans Non academic 20 3.40 1.142 .255
Rapid changes in Academic 30 2.60 1.163 212
technology hardens t
process of adopting | Non academic 20 2.70 1.174 .263
business environmen
Lack of expert and | Academic 30 2.30 1.208 221
incapability of the )

Non academic 20 4.20 .696 .156
present staff
Poor policies failed to| Academic 30 2.93 1.574 .287
attract and retain best )

Non academic 20 2.85 1.387 .310
talents

. ) Academic 30 3.77 1.305 .238

workforce diversity i

Non academic 20 2.95 1.504 .336

Source: Field Data (2015)
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4.12: Independent Samples T-test Results on Challges Facing HRP at MUST

Levene's Test for
Equality of Variances t-test for Equality of Means
95% Confidence
Interval of the
Difference
Mean Std. Error
F Sig. T Df Sig. (2-tailed)| Difference | Difference Lower Upper

Financial constraints to Equal variances assumed .05 .905 .879 48 384 .300 341 -.386 .986
execute plans Equal variances not 889 42427 379 30D 337 381 981

assumed
Rapid changes in technology Equal variances assumed .0po 1.000 -.R97 48 768 100 1. .337 -.778 .57¢
harden the process of
adopting business Equal variances not -.296 40.590 769 -.100 .338 -782 .582
environment assumed
Lack of expertise and Equal variances assumed 14.230 .000 -6.354 48 .000 -1.900 .299 -2.501 -1.299
incapability of the present
staff Equal variances not -7.040 47.206 .000 -1.900 .270 -2.443 -1.357

assumed
Poor policies failed to attract| Equal variances assumed 2112 .47 192 48 848 .083 434 -.789 .956
and retain best talents i i

Equal variances not 197 44.261 .84% .08B 423 -.769 .935

assumed
workforce diversity Equal variances assumed 2.646 110 2.040 48 .041 .81y 400 .012 1.622

Equal variances not 1.982 36.791 .055 .81f7 412 -.01L8 1.652

assumed

Source: Field Data (2015)
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Interpretation of data

The results in Table 4.11 and 4.12 indicate thatvriability between two groups is
the same because P>0.05. Mean for academic resgendere 3.7 and non
academic was 3.4 both were neutral, though mosteohon academicians disagree.
The mean difference was 0.3 and t-value of 0.87®) =& significance of 0.905
(P>0.05) of the opinions between academic and rwadeamic with regards to human
resource planning at MUST it shows that the finahaonstraint to execute
organization plans is a challenge facing MUST utther indicates that a significant

(p>0.05) supports the statement.

Human resource planning needs financial resouroesupport the plan. From
respondents’ opinions raised was that the needsysalare not matching with the
resources available. MUST has grown in such a Way has managed to increase
another campus at Kianda. Growth is one amongehsons which needs to increase
manpower. To match growth needs new personnel egded to fill gaps so as to
distribute the workload evenly. Scarce financiadowgces have always been an
obstacle. For instance MUST have decided to diiglstaff to another campus so as
at least meet with temporary expansion objectivesil there would enough

resources to recruit other employees.

Interpretation of data

The results in Table 4.11 and 4.12 indicate thatriability between two groups is
the same because P>0.05. The mean difference vlaan@ t-value of -0.279, with a
significance of 1.00 (P>0.05) of the opinions betwecademic and non academic

with regards to human resource planning at MUSShaws that the rapid changes in
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technology hardens the process of adopting busiaessonment is a challenge

facing MUST. It further indicates that a signifitgp>0.05) supports the statement.

Managing technological advancements must be madenjunction with employees

since these advancements must be inserted intp dadrations and are a means,
rather than an end. Certainly, an understandinth@fpart that technology plays in
supporting human capital management is a main elewfethe success of Human
Resources. Training in technology improves thecidficy of workers, and thereby
increases profits. It also keeps employees abogastw developments which assist
them in their particular positions. Technologichhnges and globalization usher in
change in the method of products and distributibproduction and services and in
management techniques. These changes may alsoeregohange in the skills of

employees, as well as a change in the number ofogegs required. It is human

resource planning that enables organizations te wofh such changes.

Interpretation of data

The results in Table 4.11 and 4.12 indicate thatvtriability between two groups is
the same because P>0.05. There was the big metmmnedife between the two

groups, academic mean was 2.3=disagree while nadleadic mean was 4.2

agreeing with the statement explain. The meanréifiee was -1.9 and t-value of -
7.040, with a significance of 0.000 (P>0.05) of ty@nions between academic and
non academic with regards to human resource plgratirMUST it shows that the

lack of expertise and the incapability of the pressaff is a challenge at MUST. It

further indicates that a significant (p>0.05) supgthe null hypothesis is accepted.
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For the organization to prosper it needs skilledl &mowledgeable personnel.
Incompetent personnel always lead to poor perfoomarbecause they cannot
execute work as needed. It was found that moghe@mnbn academicians agree that
there is a lack of competent staff which leadsrtdasperformance. This is due to the
fact that the human resources department is notmitted to attract and retain
gualified employees. That is why it is even difficto attain overall goals of the
University this different from academicians who efeded that there is enough

competent to take the University to its destination

Interpretation of data

The results in Table 4.11 and 4.12 indicate thatvriability between two groups is
the same because P>0.05. The mean difference vi83-@nd t-value of 0.192, with
a significance of 0.647 (P>0.05) of the opinions@®n academic and non academic
with regards to human resource planning at MUSShaws that the poor policies to
attract and retain the best talents is anotherlerigeg facing MUST. It further

indicates that a significant (p>0.05) supportsstagement is accepted.

Findings reveal that besides good HR policies atSWhere are some weak points
in these policies. Weakness arises in trainingcpesi which favor academicians.
Academicians are supported fully in their studlas, non academic doesn’t receive
such favor, MUST has contracted with HESLB to supf®ostgraduate studies
within the country for academic staff only, but@racademic staff only support by
paying the salaries. Not that, but also housingcpdavors academicians rather than
non academic staffs. So most of non academic staffld not be attracted nor

motivated to stay than academicians.
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Interpretation of data

The results in Table 4.11 and 4.12 indicate thatvriability between two groups is
the same because P>0.05. The mean difference &&% &nd t-value of 2.040, with
a significance of 0.11 (P>0.05) of the opinionsaesn academic and non academic
with regards to human resource planning at MUSEhibws that the workforce
diversity is a challenge facing human resource defnts. It further indicates that a

significant (p>0.05) supports the null hypothesiaccepted.

Respondents’ opinions were that public institutishsuld bring different skills and
talents in and encourage promoting progress andnskpn. Diversity can help foster
a productive and innovative work environment, bkenmleas and different
perspectives, as well as different approaches tk \aaod problem-solving. At the
same time, it can be a challenge for HR employeeboth recruit and retain a
diverse workforce. This means it is very hard taldeith large group with different
characteristics, skills and knowledge put themne tine to achieve organizational
objectives. The organization should emphasize amrobof behavior and shape
them into desirable to achieve goals. As requingdatw, diversity in the workplace
must be maintained. Careful attention to equitasld harmonious arrangements in
the workplace will ensure the success of such diwerThis is in line with Javith
(2009) ho found that workforce diversity is benigicat workplaces but it is

challenging for management to control their behatocachieve organization goals.

The results in Table 4.11 and 4.12 indicate thatvtriability between two groups is
the same because P>0.05. The mean difference w2&3-and t-value of -0.982,

with a significance of 0.787 (P>0.05) of the opmsobetween academic and non
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academic with regards to human resource planninyl@d8T it shows lack of
information system in the University increases depant challenges. It further

indicates that a significant (p>0.05) supportsrthi hypothesis is accepted.

Inadequacies of Information System: Informationtsysregarding human resources
has not yet fully been developed in universitiesorPinfrastructure and high
installation costs are reasons which inhibit to roye communications in public
institutions. But the industry gave low status he fpersonnel department and less
importance given to HRP. Further the reliable datal information about the
economy, other industries, labour market, and seindhuman resources are not

available.

However key informants in the interview added saotieer challenges which face
human resource planning at MUST these includesnbtitlimited to; Employee
Attitudes are another challenge facing HRP. Themuahate side of human resource

planning is dealing with difficult and problemagmployees.

As in life, workplaces have bullies, slackers atiteo negative employees who must
be dealt with. Human resources are often callednupo assist with mediation,

coaching and even disciplinary actions. To helpsg@né hiring such employees, HR
can plan ahead by screening during the hiring @m®c8till, even the best employees
can take a turn for the worse due to burnout, es@®l issues. A candidate, open
discussion with the employee is usually the besterdo getting him back on track.

However, it's important to keep documentation af firocess, and clearly define

expectations along the way.
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However, some key informants added that aligning WMEh corporate goals has
never been in place. For example, University inices new programs such as
business schools and engineering in MechatronidB. ddeates a supporting
performance ranking system based on the new pragrandividual employee
performance can then be measured by each indilgdeaintribution to these
programs. By tying performance reviews, promotiand salary increases to specific
corporate goals, HR may truly measure employee etenpy and align performance
with results. However, alignment requires a stramgptionship between HR,
University executives and management, in order @osbccessful. This can be
challenging, because it requires a new focus owvéJsity and team goals, as well as
the reinforcement of those goals when hiring, trgnand even disciplining
employees. New University goals need new scaleseafsuring performance. In this

case HR needs to be aligned with new goals.
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CHAPTER FIVE

CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This part presents conclusions and recommendatibtise study. The aim of this
section is to check if the research questions \mesavered; the objective was met
and if the study has contributions. Thus the chapegins with a conclusion;
recommendations and area for further studies. Turpgse of this study was to
assess the effectiveness of human resource planmhigher learning institutions in
achieving the overall goal of the organizationha&t Mbeya University of Science and
Technology. Specific objectives were to identifye tmethods of human resource
planning, assess the extent of which the existimgdn resources, methods have
been effective in acquiring human resourcesandyaedhe challenges facing human

resource planning at the Mbeya University of Sageacd Technology.

5.2  Conclusion

Human resource planning is essential for produgtivarganizational effectiveness
and efficiency because it acquires best human ressult can be concluded that,
both qualitative and quantitative HRP methods aseduat MUST. These were
replacement, ratio, trend analysis and judgmentve¥er, the second objective was
measuring to what extent has been effective. Thdysfound that, MUST has
effective database which facilitate effective arficent communication to make
decisions, responds accurately to environmentahgd®s reduces costs and create
healthy relations and employees wellness. But a&ffective HRP facilitated

attractions and retain skilled personnel, goodrfana and student’s performance and
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overall University goal achievement. However, whestethere is success there are
challenges to overcome. HRP at MUST face the falignchallenges, financial
constraints, rapid changes in technology, poorcpsi and workforce diversity.

Others include growth of the organization, turncaed absenteeism.

5.3 Recommendations

There were various recommendations made to cotimtechallenges cited. The HR
processes should be automated for ease of refeagnciaster decision making. The
management should convince the University Counall he Government to change
funding method as a results difficulties facing \nsity. This will ensure effective
and efficient HR management. The automated HR datald be recommended.
There is a need for management to provide equatliriga opportunities for both
academic and non-academic. The improvement for a#f $taining policy is
recommended as well the need for training needssasgent and awareness creation
on the available training opportunities at the @nsity. The Management should
source for funding to ensure that the training ateVelopment function was

strengthening as well as effective.

It was found that the involvement of these humasoueces officers in some long
term matters such as merge and collaborations wikier institutions are just

informed but not involved during the planning prese

To encounter challenges of HRP, HR department néedggularly review HR
policies so as to craft strategies which would ogare challenges. These strategies

includes adopt new technology, creates a strongppeel data base to ensure there
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is effective communication, retain best skills angprove the motivation scheme

both financial and non financial schemes.

5.4 Policy Implications

Higher learning institutions are the center of kiexige provision. Higher learning
institutions plan and achieve long term and sharntplans. Strategies, policies and
human, physical, financial and time resources rbasin line to achieve the overall
goal of the organization. Basing on the study itswlaund that overall goal
achievement is directly related to human resoupadisies.It was found that MUST
have managed to retain its employees and contmusilize them. This is lying in
the fact that the rate of absenteeism and turnv/amall. This implies that the
motivation policy of Basic Incentive and Fringe bé&h which emphasize on

motivation implemented.

Another policy which needed to be reviewed and jiesaeld is based on the staff
regulations which emphasizes on the daily actisia¢ the University. Whereby in
this study it was found there is an ineffective atémental personnel database.
Because in some cases there were delays in comationiavhich results into latest
decisions and actions. This implies that the UrsNgrmight face some serious
damages such as losing customers, poor servicasfmovespecially in response
factor. Overall service quality might be ruined.eThuman resources department
should restructure the policy by considering the technology by using University
group-emails, this facilitates and smoothen comeations. Wherever, channels like
E-Mail, SMS etc. are employed for sending commurecawhich is sensitive in

nature should be responded fast and accuratelg sodvexisting problems.
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MUST training and development policy which asdmg University to implements its
core functions through well trained staff. But tfedings revealed that there are
discrepancies in this policy, because the policgsdoot support enough for non
academic staffs training and development. For e staff to go for training and

development they are only provided with permisstmty compared to academic
staffs for postgraduate studies who are providdd ali facilities. This implies that

there would scarce of non academic staffs who atetrained or developed for
higher positions. Succession plans for administsateould not be in place. This
might lead to poor leadership. To ensure therairstfeatment, both of them should

be equally supported so as to ensure a good neddilo with the University.

55 Suggestions for Further Study

The study concentrated on the effectiveness of Hurasources planning in higher
learning institutions, further research is suggks$tebe done in other Governmental
departments or authorities. But also studies shdodais on indicators of HRP

effectiveness and strategies to overcome challenfggs improving HRP

effectiveness.
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APPENDICES

Appendix |: Questionnaire for Respondents

Dear Participant,

| am a MBA student at the Open University of Tanaah am collecting data for
study “Effectiveness of Human Resources planning in the chieving
organizational goals in Higher Learning Institutions: A Case of Mbeya
University of Science and Technology.”

| am kindly requesting you to answer all questiansthe questionnaire. The
guestionnaire will take about 20 minutes. Pleaspaond based on your practical
experience and | assuring you that all answers wathain and treated in a
confidential manner and will be used for the puegpofthis study only. Thank you in

advance for your assistance and cooperation inissgdation.

Part A: GENERAL QUESTIONS
For demographic profiling purpose only, pleaseuslbbout yourself.
Please put tick (V) in the relevant item
1. Gender: (Please put tick (V) in the relevant item)
a. Male
b. Female
2. Education level: Please put tick (V) in the relevant item)
a. Secondary Education
b. Certificate

c. Ordinary Diploma
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d. Advanced Diploma

e. 1% Degree

f. Masters
g. PhD
h. Others (Specify) ....................

3. Age (Please put tick (V) in the relevant item)
a. Under 25
b. 25-35
c. 35-50
d. 50-60
e. Above 60
4. Employees category. Please put tick (V) in thevaht item
a. Academic staff

b. Non academic staff

PART B: OBJECTIVE QUESTIONS

1. Basing on the likert scale of 1 for strongly dissg® for disagree,3 for
neither agree nor disagree,4 for agree and 51fongly agree that HRP at
MUST is effective

2. Basing on the Likert scale 1 for strongly disaggemr disagree,3 for
neither agree nor disagree,4 for agree and 51ongly agree that HRP at

MUST facilitates organization's goal achievement
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S/n | Human Resources Planning methodology 1 (2| 3|4

1 Judgemental

2 Forecasting

3 | Trend analysis

4 Replacement

5 Ratio

3. Basing on the Likert scale 1 for strongly disagzemr disagree,3 for
neither agree nor disagree,4 for agree and 5 fongly agree that the

following are the challenges facing the Human ResssiPlanning

S/n | Human Resources Planning Challenges 1 |2 3|49

1 Financial constraints

2 | Technology

~+

3 Lack of experts and incapability of the preser

staff

4 Poor policies

5 Workforce

4. Basing on the likert scale 1 for strongly disagzefar disagree,3 for
neither agree nor disagree,4 for agree and 5 fonglly agree evaluate
the effectiveness of human resources planning aBMu the following

criteria
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S/n | Evaluation criteria 1|2

1 HRP put HR data in place to facilitate effective
communications and coordination for decision making

2 HRP helps to create ability to respond towards
changes in the market employment equity and skills

3 HRP helps to attract and retain best talents which
facilitates organization goal achievement

4 | HRP helps to foresee risks, hence reduce unnegessay
cost

5 Facilitates employee wellness (occupational hesitih
safety)

6 Enables to create a healthy industrial relations

7 Have personnel which their skills and knowledge

facilitates increases market share(students enealim
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8 Facilitates students' performance

9 Attracts competent lecturers who can transfer
knowledge and deliver consultancy services at high

quality

End of the Questionnaire Thank you very much for your time and participatio
this information will be kept confidential and wille used for the intended aim of

education basis.
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Appendix II: Interview Guide

1. What are methods/systems which MUST apply in hureaaurces planning

2. Is there any link between human resources planaimd) organization goal
achievement at MUST?

3. To what extent does human resources planning imflieorganization goal
achievement at MUST?

4.  What criteria do you apply to measures effectiver@sthe human resources
planning

5.  Are there any challenges which faces this departichemng planning



