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The purpose of the research was to test Walker's 

assertion that the human resource planning process of an 

organization is influenced by selected organizational 

characteristics, and to investigate Walker s typology for 

implementing and evaluating human resource planning systems. 

A total of 123 questionnaires were returned from 565 corpora-

tions addressed. 

Chapter I introduces the research topic and provides a 

justification for the study. Chapter II describes the 

methodology and presents the findings. Chapter III analyzes 

the findings. The final chapter summarizes the findings and 

offers conclusions drawn from the research. 

To test Walker's assertion that human resource plan-

ning is influenced by organizational characteristics, three 

null hypotheses were tested. Hypothesis one states that the 

human resource planning practices of an organization are not 

related to its primary industry classification. Hypothesis 

two states that the human resource planning practices of an 

organization are not related to the number of employees of 



the organization. Hypothesis three states that the human 

resource planning practices of an organization are not 

related to the size of its revenue. Each hypothesis was 

tested using a discriminant analysis procedure with a chi-

square test of significance and was rejected (p < .10)• 

These findings suggest that the human resource planning 

practices of an organization are related to its primary 

industry classification, its number of employees, and the 

size of its annual revenue as predicted by Walker. 

The second part of the research evaluated the quality 

and applicability of Walker's typology using factor analysis. 

The results support Walker's typology, although the findings 

question whether the four stages are as discrete as he 

suggests. Another weakness of his construct is its heavy 

emphasis on employee-centered career planning techniques in 

the two advanced stages. 

Future investigations should expand the list of organi-

zational characteristics that affect the selection and 

implementation of specific planning techniques. Techniques 

suited to unique industry groups should be identified. 
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CHAPTER I 

INTRODUCTION 

Human resource planning has received increasing atten-

tion during the past two decades. The level of interest in 

the field can be judged by a marked increase in the volume 

of written literature on the subject. Although few journal 

articles and books on the subject pre-date 1965, by 1980 the 

volume of literature had grown so large that periodical 

indexes began adding subject classifications for "human 

resource planning." 

As is frequently the case in a rapidly expanding field, 

human resource planning suffers from a lack of qualified pro-

fessionals and a lack of instructive literature. Although a 

cadre of consultants, academicians, and interested human 

resource managers have sought to provide information on the 

subject, few critical issues have been satisfactorily 

addressed. The literature contains an overabundance of 

first-person case histories that describe specific attempts 

to implement unique resource planning systems and articles 

describing complex, theoretical models that have not been 

tested or validated. 

The developing interest in human resource planning has 

precipitated a number of problems. Strauss and Burack state 

that the field is hindered by 



. . . a lack of common theoretical and definitional 
framework for strategic human resource planning; a lack 
of top management understanding of strategic human 
resource planning and its needs; a lack of understanding 
of the systemic nature of the human resource planning 
process; and a lack of awareness of the discrepancies 
between the skills needed for effective human resource 
planning systems and those of current professionals in 
the field (30, p. 1). 

Several questions surface in the literature that support the 

issues described by Strauss and Burack. Among these are, 

What constitutes a human resource planning system, 

Which of the functions of human resource management 
and organizational planning fall within the role and 
scope of human resource planning, 

Should the human resource planning function be included 
in the strategic planning department or in the human 
resource management department, and 

Is human resource planning just a management fad that 
sounds interesting but lacks any real content and 
usefulness? 

A standard definition for human resource planning has 

proven to be very elusive; authoritative writers cannot agree 

on what does or does not constitute human resource planning. 

Human resource planning has been described by one writer as 

a long established management function dating back to the 

origin of modern industrial organizations (34, p. 5), while 

Miller and Burack describe it as an embryonic management 

process that lacks precise form, boundaries, and substance 

(23, p. 33). Numerous testimonials to the relevancy of human 

resource planning today, and its growing importance in the 

next twenty to thirty years, can be cited (24, 27). Although 

advances in planning methods and systems have occurred in 



the past two decades, a handful of serious investigators 

question their practicality (8, 26). 

Hutchens aptly summarizes the mixed feelings held by 

human resource planning theorists and practitioners alike. 

Human resource planning has evolved from an 
obscure, poorly understood and rarely applied concept 
to an organizational wish-fulfilling cow which promises 
infinite rewards if the proper rites are observed. For 
reasons we are all too familiar with, the need for 
effective human resource planning will escalate in the 
1980" s. Yet the challenge of how to transform the 
concept of human resource planning into a working process 
is only partially answered. At this point in its evolu-
tion, human resource planning may risk becoming another 
organizational fad (17, p. 15). 

Whether human resource planning becomes established as an 

essential management tool, or whether it proves to be an 

organizational fad, will depend on the quality of the 

research that occurs in the next decade. 

Statement of the Problem 

The importance of human resource planning and the bene-

fits derived by the organization for implementing these 

systems are generally acknowledged by managers and human 

resource planning personnel. Yet the practicality and 

viability of this new management activity has not been 

clearly established. There is sufficient evidence to suggest 

that human resource planning theories have raced ahead of the 

ability, and the willingness, of firms to implement compre-

hensive human resource planning systems. Attempts at imple-

menting comprehensive systems have not always proven to be 



successful. This research addresses the problems confront-

ing human resource management personnel in selecting and 

implementing an optimum human resource planning system. 

Problems in Implementing Human 
Resource Planning 

A lack of success in implementing human resource plan-

ning systems is evident in two recent surveys that found 

approximately 40 percent of the responding firms had engaged 

in the practice less than five years (18, 23). In a study 

of "Fortune 200" companies, approximately 32 percent of the 

responding companies reported that they did not engage in 

human resource planning (18, p. 58). Miller and Burack found 

in a survey of 200 private and public institutions that 66 

percent of the institutions did not engage in human resource 

planning (23, p. 40). 

Rowland and Summers (26) investigated the extent to 

which medium to large firms actually implemented sophisti-

cated systems as described in the literature. They found a 

great deal of disparity between the human resource planning 

process as presented in the literature and the activities 

actually used in the respondent firms. 

Butensky and Harari found essentially the same situa-

tion in twelve large corporations. They found that the 

systems " . . . deviate markedly from the prescribed models 

which are discussed in the literature; . . . and vary greatly 

among themselves in terms of structure, function, and 



process" (8, p. 13). To determine if an actual human 

resource planning system deviated from prescribed models, 

Butensky and Harari formulated an optimal system that 

includes (1) career planning, (2) developmental planning, 

(3) integration of forecasting and strategic planning, (4) 

succession planning for key management positions, (5) system-

atic skills assessment, and (6) integration of human resource 

planning with other personnel department functions (8, pp. 11-

12) . 

In part, the difficulties encountered in implementing 

human resource planning practices can be attributed to a 

lack of factual information regarding which methods and tech-

niques can be used most effectively. No serious attempt has 

been made to determine the degree of sophistication and the 

techniques that comprise an effective human resource plan-

ning system for a specific industry or type of organization. 

Criteria for Developing an Effective 
Human Resource Planning System 

While every method, procedure, and system may be legiti-

mate for a given organization in a given situation, there is 

little guidance to aid the practitioner in deciding which 

is the most appropriate system for a unique set of circum-

stances. Walker (33) has tendered a useful construct for 

evaluating an organization's human resource planning 

practices which appears to hold some promise, but it has 

not been validated. (See Appendix A for the complete 



construct.) He classifies human resource planning practices 

into three major elements: forecasting, programming, and 

evaluation. Each element is organized into four evolutionary 

stages. Each stage represents a successive level of com-

plexity in methods, activities, and programs. The stages 

are described by Walker as follows. 

Stage I represents a rudimentary, basic approach to 
an organization's needs as might be applied in a 
small organization or an entrepreneurial organiza-
tion in its early stages of growth. 

Stage II represents a short-range planning cycle, and 
a sensitive but largely paternalistic approach to 
human resource management. 

Stage III represents "state-of-the-art" practices in 
human resource planning involving use of computer 
capabilities and coordinated activities aimed at 
satisfying both short-range and long-range needs. 

Finally, Stage IV represents the ultimate in human 
resource planning practices, . . . practices here are 
innovative and experimental (33, p. 20). 

Although each successive stage represents more advanced 

practices, Walker cautions that normative progression from 

one stage to the next should not be presumed. The pre-

dominate state in which an organization operates will vary 

with the circumstances of the organization. As conditions 

change, an organization may leap from Stage I to Stage III. 

Moreover, the level of sophistication obtained in any of the 

three elements is independent of the other two. A firm may 

operate in Stage I of forecasting and Stage IV of program-

ming. He suggests that the organizational characteristics 

and circumstances which appear to account for the variation 



in human resource practices include (1) the number of 

employees; (2) the maturity of the organization; (3) the 

technologies involved; (4) the economic, social, political 

environment; and (5) the personalities and experiences of 

key executives (33, p. 20). Although Walker fails to provide 

any definitive evidence to support his contention that 

organizational characteristics are related to the success of 

human resource planning, the following evidence supports his 

position regarding the influence of organization size and 

values; the type of organization; and the maturity of the 

organization. 

Organization size and values.—The importance of orga-

nizational values on human resource planning is not new. 

Coleman (10) noted the significance of organizational values 

in 1966. More importantly, he identified a relation between 

an organization's manpower (human resource) planning function 

and its relative size and field of business. Hutchens sup-

ports Coleman's assertions and offers prescriptive advice to 

practitioners to adopt a human resource planning system that 

supports " . . . the overall business strategy, technology, 

organizational structure, interpersonal relations, and 

climate of the business (17, p. 15). 

Baird (2) declares that an integrated, strategic plan-

ning system for human resources cannot be successfully 
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implemented without giving specific attention to the organi-

zation's environment, culture, mission, and operating strategy. 

The environmental components include competitors, available 

resources, and government intervention. An organization's 

culture consists of the values, ideology, and goals that are 

jointly held by members of the organization. 

As suggested by Baird, Coleman, and Hutchens, an organi-

zation may move along Walker's four stage continuum in 

response to changes in its environment, culture, competitive 

position, or size. These authors, however, do not offer any 

definitive evidence to justify their respective positions. 

Only Coleman's work is based on research, but his conclusions 

are drawn from a small sample of aerospace companies. 

Type of organization.—Koenig and Pierson (20) provide 

a typology of organizations that can be used to aid the 

practitioner in designing an effective human resource plan-

ning system for a specific type of organization. The basic 

characteristics of the organization are determined and used 

to classify the organization into one of three types: (1) a 

machine bureaucracy, (2) an adhocracy, and (3) a multi-

divisional form. A machine bureaucracy is exemplified by a 

steel company or automobile manufacturer that is engaged in 

the large volume production of one or perhaps several prod-

ucts. An adhocracy is characterized by high technology 

firms engaged in complex, innovative activities. A 



multidivisional form includes large firms that have several 

autonomous divisions. Directions for the human resource 

planning process are prescribed for each organizational type. 

The prescribed activities bear a resemblance to Walker's 

construct. 

Organizational maturity.—Smith correlates the maturity 

of business organizations to changes in human resource pro-

grams. He identifies four organizational maturity stages: 

(1) embryonic, (2) high growth, (3) mature, and (4) aging 

(29). Progressive levels of five human resource programs 

(compensation, manpower planning, management style, employee 

development, and benefits) are described under each level of 

maturity. The specific descriptions are given in Figure 1. 

The typology presented by Smith suggests that each of 

Walker's evolutionary stages may be linked to the maturity of 

the organization. 

The foregoing information gives credence to Walker's 

construct, but no factual data are provided. The evidence 

consists largely of personal opinions rather than competent 

research data. No attempt has been made to determine the 

relationships, if any, between any specific organizational 

characteristic and any of a number of planning techniques. 

Purpose of the Research 

The purpose of the research is twofold: first, to 

determine whether the human resource planning process is 
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Development Stages 

Human 
Resources 
Programs Embryonic High Growth Mature Aging 

Com-
pen-
sation 

Fixed vs. 
Variable 

High variable; 
low fixed; non-
predictable 

High variable; 
low fixed; 
big carrot 

Less variable 
relative to fixed; 
predictable 

.High fixed, lower 
variable; 
security 

Central vs. 
Local Con-
trol of 
compen-
sation 

Local control; 
immediate response 

Policy centralized; 
administration 
local 

Policy centralized 
consistent admin-
istration 

All control 
centralized 

Policy 
Line vs. 
Market 

High pay for 
high risk 

High pay for 
excellence 

Median pay; 
high security 

Higher pay; 
higher risk 

Basis of 
Variable 
Compen-
sation 

Sales growth; 
risk; innovation; 
survival 

Growth of sales 
and profits; new 
products; share 

Control systems; 
consistency; cost 
reduction; hold 
share 

Cash generation; 
cost control; 
consistency 

Time 
Focus 

Short-term 
rapidly changing 
goals 

Short-term for 
operations; 
longer for strategy 

Stronger focus on 
long-term 
optimization 

Short-term 

Man-
power 
Plan-
ning 

Fore-
casting 
of Organ-
izational 
Needs 

Not used; future 
totally 
unpredictable 

Forecasting critical 
to adequate staffing 

Forecasting limited 
to retirements; 
major reorga-
nization 

Forecasts only to 
identify excess 

Indi-
vidual 
Career 
Planning 

Not used Directional use 
only; opportunities 
outnumber quali-
fied people 

Need employee 
retention; optimiza-
tion of human 
resources 

Needed-optimize 
fewer opportunities 

Man-
age* 
ment 
Style 
(Selec-
tion) 

Entrepre-
neurial vs. 
Bureau-
cratic 

Entrepreneurial; 
rapid response; 
directive 

Entrepreneurial for 
growth, but building 
systems to preserve 
gains 

Bureaucratic; 
economy of scale; 
repetitious quality 

Entrepreneurial-
directive; cuts, 
reorganizes; survives 

Em-
ployee 
Devel-
opment 

Hiring 
vs 
Training 

All skills hired; 
no training 

Much hiring needed 
but training 
becomes important 

Emphasis on 
internal development 
and promotion; 
little hiring 

No hiring, no 
training 

Bene-
fits 

Profit 
Sharing 
Pension 

Profit sharing or 
nothing; cash 
or deferred cash 

Profit sharing: some 
guaranteed benefit 
like savings 

Defined benefit 
pension; also 
savings 

Pension; 
security 

Fig. 1—Characteristics of Human Resources by Maturity 
Stages [Source: Eddie C. Smith, "Strategic Business Plan-
ning and Human Resources: Part I," Personnel Journal, 61 
(August, 1982), 606-610.] 
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influenced by selected organizational characteristics; and 

two, to verify Walker's typology for implementing and 

evaluating human resource planning systems. To achieve the 

first part of the purpose, three organizational characteris-

tics are examined: (1) number of employees, (2) annual 

revenue amount, and (3) industry classification. The follow-

ing null hypotheses are tested for this purpose. 

Hypothesis 1.—The human resource planning practices of 

an organization are not related to its primary industry 

classification. 

Hypothesis 2^.—The human resource planning practices of 

an organization are not related to the number of employees 

of the organization. 

Hypothesis 3^.—The human resource planning practices of 

an organization are not related to the size of its annual 

revenue. 

The second part of the purpose is accomplished through the 

use of descriptive statistical measures and factor analysis 

to determine whether Walker's model is applicable to a sample 

of operating corporations. 

Significance and Scope of the Study 

The establishment of a significant relationship between 

any of the selected characteristics and the human resource 

planning process of organizations will facilitate the design 

of specialized human resource planning systems. Organizations 
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of a given size and industrial classification would be able 

to select the techniques and programs most appropriate for 

their unique circumstances. Overly sophisticated systems 

and incompatible programs could be avoided. 

Methodology and Study Limitations 

To test the hypotheses established for the research, a 

diverse sample population was required. While the inclusion 

of firms representing all lines of business, banking, 

manufacturing, and commerce was not practical, the sample 

selection procedure was designed to ensure that a representa-

tive sample was obtained. 

The study is confined to non-alien, domestic corpora-

tions. Preference was given to corporations listed with the 

New York Stock Exchange, the American Stock Exchange or that 

are actively traded in the over-the-counter market, although 

unlisted firms are not excluded. This preference facilitates 

comparison of financial and factual data available through 

established stock market reporting services. 

Survey Questionnaire 

A comprehensive review of the literature was undertaken 

to develop a list of manpower planning methods, techniques, 

and practices currently used by organizations. A paper 

questionnaire was constructed utilizing the information 

obtained. Human resource planning specialists were consulted 

to confirm or reject items obtained from the literature. To 
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ensure respondent comprehension of the questionnaire items, 

the questionnaire was field tested in selected firms located 

in the Dallas-Fort Worth, Texas metropolitan area. Field 

test respondents were asked to comment on the organization 

and content of the questionnaire. Modifications to the 

questionnaire were made based on the comments received in 

an effort to improve respondent understanding of the ques-

tions and to eliminate confusing or misleading items. 

Sample 

The sample population was drawn from two sources: (1) a 

nationally recognized financial reporting service and (2) the 

membership directory of a major professional human resource 

management organization. A random selection procedure was 

used to select firms to be included in the initial respondent 

group. This technique facilitated the selection of a 

representative cross section of organizations based on size 

and industry classification. The membership lists of three 

professional organizations associated with human resource 

management were cross-indexed with the selected firms to 

identify a contact person within the organization. A second 

respondent group was selected to augment the number of firms 

in the initial sample population. The second group was sub-

jectively selected from the membership list of a recognized 

human resource planning organization. The firms selected 

had to meet the criteria established for participation in 
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the survey. The second group was selected with knowledge 

of the composition of the respondents in the first group. 

Statistical Methods 

The primary statistical methods used are given below. 

1. Intercorrelational analysis of organizational 

characteristics, and selected human resource planning data 

using the Spearman method. 

2. All variables were subjected to factor analysis 

using an oblique rotation to isolate related variables. 

3. Tests of the hypotheses were made using discriminant 

analysis and a test of significance. A significance level 

of p < .10 was established to reject any null hypothesis. 

All statistical computations were made using a standard 

statistical computer program. A significance level of p < .10 

was considered suitable for this study as a small sample was 

anticipated and a normal distribution of the data could not 

be assumed. The nature of the study did not warrant a 

confidence greater than 90 percent to be meaningful. 

Delimitations 

To conduct the statistical analysis of the primary data, 

the respondents are stratified into subgroups based on 

revenue size, number of employees, and primary industry 

classification. The ranges established for revenue and 

employee groupings were established in a subjective manner. 

Three size classifications were deemed to be adequate for 
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stratifying revenue amounts and numbers of employees. The 

specific parameters for each subgrouping is given in Chapter 

II. 

Stratifying the sample into suitable industry classifi-

cations posed a research design problem. A preliminary 

examination of the financial reporting service from which the 

industry classification was to be obtained revealed the need 

to reduce the number of industry classifications given. 

Eleven industry classifications were empirically established. 

The assignment of a respondent corporation to a classifica-

tion was based on the information provided regarding the 

firm's scope of activities. 

Limitations 

This study does not purport to draw any statistical 

inferences regarding the human resource planning practices 

of all forms of American business organizations. The study 

is limited to domestic corporations having greater than 400 

employees and seeks only to describe and analyze the data 

obtained from respondents on a standard paper questionnaire. 

The questionnaire requires the respondent to provide a value 

judgment regarding the quality of the human resource planning 

system within his or her organization. The actual number of 

respondents in the sample, the size of the organizations 

included in the sample, and the industry classifications 

represented may cause the resultant information to be 
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distorted. The findings presented in this study must be 

tempered by these limitations. 

The Growth of Human Resource Planning: 

A Review of the Field 

The development of human resource planning in the United 

States can be traced to the beginning of this century. Since 

its inception, several significant changes in management 

thought have directly affected the acceptance and application 

of human resource planning methods. 

A Long Period of Development for 
Human Resource Planning 

From 1900 to 1960, American management methods improved 

notably. Planning, organizing, and controlling activities 

benefited from advances in scheduling methods, time and 

motion studies, and financial controls. The management of 

financial and material resources received close attention 

while human resources were largely ignored. Labor was seen 

as an inexhaustible resource that was readily available and 

easily adapted to new conditions, equipment, and situations. 

Planning for the acquisition of personnel and for their 

training garnered little interest from managers. While some 

rudimentary human resource planning practices were used by 

some firms before 1960, few organizations had formal human 

resource planning departments. A 1980 study of fifty-seven 

"Fortune 200" companies, found that only 7 percent of the 
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respondents could boast of having been engaged in human 

resource planning for more than eight years (18, p. 58). 

For the first half of the twentieth century, human 

resource planning (or manpower planning) was primarily 

viewed as a government research activity. State and federal 

governments examined demographic data to determine the impact 

of manpower shifts on defense and human services programs. 

The manpower planning techniques used by economists and social 

demographers were not applied within business organizations. 

A Change in Emphasis—1965-1975 

As labor shortages began to be reflected in technical 

and executive positions in the late 1950's and early 1960's, 

organizations were obliged to give more attention to the 

acquisition, retention, and the internal movement of high-

talent employees. 

The advent of employee rights legislation beginning in 

the mid-1960's further stimulated interest in human resource 

planning and management. The creation of comprehensive human 

resource planning systems was also encouraged by requirements 

for affirmative action plans and by a change in societal 

attitudes toward corporate responsibilities to employees. 

Burack (7) points to the advent of technological innova-

tion as a major force behind the propagation of human resource 

planning systems. Computers and the availability of new 

analytical techniques enable managers to make faster and more 
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detailed investigations of all types of problems confront-

ing organizations. Among these problems is the effective 

use of human resources. 

Cassell (9), like Burack, recognizes the important 

role technology has played in the adoption of human resource 

planning by business organizations. Additionally, he explains 

that technology has consistently raced ahead of the available 

number of high talent employees qualified to fully utilize 

the fruits of such efforts. To compound the situation, tech-

nological innovation inevitably spawns more jobs in high 

talent professional, technical, and managerial occupations. 

This condition has fostered a need on the part of organiza-

tions to predict requirements for these potentially scarce 

employees early enough to take corrective action. 

Recognition of the benefits to be gained through more 

effective management of human resources has also prompted 

organizations to implement human resource planning methods 

and systems. Bassett (3) enumerates several advantages 

accruing from the use of basic personnel forecasting tech-

niques. Among the advantages he cites are (1) attainment 

of production goals, (2) elimination of unplanned employee 

acquisitions or reductions, (3) control of over-time costs, 

(4) better employee selection, (5) adequate time to conduct 

training, and (6) improved management credibility among 

employees. 
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Wikstrom (36) attributes the expansion of human 

resource planning to a heightened awareness of the impor-

tance of the organization's investment in its labor force 

and a systems orientation among modern managers which has 

encouraged the development of computer-based forecasting 

techniques. Wikstrom also observes that labor legislation 

mandating affirmative action in employment and promotion has 

been instrumental in bringing pressure on organizations to 

manage human resources more efficiently. 

Kahalas and others (18) suggest that the growing impor-

tance of human resource planning can be attributed to 

pressures exerted on organizations by changes in the social, 

legal, economic, and political aspects of their environment. 

These pressures have forced a greater dependence on sophis-

ticated human resource information systems. To these 

internal and external pressures have been added emphasis on 

career development, succession planning and organizational 

diagnosis. 

Several writers (1; 24; 27; 34, pp. 33-42) address the 

pressure exerted on human resource managers to utilize 

comprehensive planning programs to satisfy employee demands 

and to achieve equal employment goals. State and federal 

equal opportunity regulatory agencies can be expected to 

recommend, if not mandate, the use of methods that forecast 

needs, chart employee advancement, and provide for equal 

access to company vacancies. 
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In summary, the justifications for better human resource 

planning are (1) to attract and retain high-talent employees 

capable of handling rapid technological changes; (2) to 

maximize employee productivity; (3) to satisfy employee 

expectations for career planning and advancement; (4) to 

fulfill legal responsibilities in hiring, promoting, termi-

nating, retiring and related human resource management 

actions; and (5) to ensure adequate financial returns to 

investors and survival in a competitive market place. 

The rapid expansion of the field of human resource plan-

ning in the past decade has created some confusion, however, 

regarding what is and what is not legitimately a part of the 

human resource planning process. This confusion has hindered 

attempts to develop a useable definition for human resource 

planning. 

A Description of the Field 

The absence of a generally accepted definition for the 

human resource planning process and its component elements 

has been noted by various writers (18, 21). A precise 

definition that clearly delineates the scope of the field 

would serve practitioners and theorists alike; regretably, 

most definitions available are little more than character-

izations of the human resource planning process and its out-

comes. As the field evolved, descriptions and definitions 
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have undergone some modifications to accommodate changes in 

activities. 

Early Definitions 

As noted, human resource planning did not receive 

serious attention in the literature until the mid-19601s. 

The term "human resource planning," in fact, was not used 

until the mid-1970's. Prior to that time, "manpower plan-

ning" was used to describe the field. 

A frequently quoted definition of manpower planning 

prior to the mid-1970's is given in Eric Vetter's landmark 

book entitled Manpower Planning for High Talent Personnel. 

He describes manpower planning as 

. . . the process by which management determines how 
the organization should move from its current man-
power position to its desired manpower position. 
Through planning, management strives to have the right 
number "and the right kinds of people, at the right 
places, at the right time, doing things which result 
in both the organization and the individual receiving 
maximum long-run benefit (31, p. 15). 

Although this definition appears in Vetter's book, there is 

evidence that it was developed by T. B. Porter at American 

Oil (28, p. 5) . 

Bell offers a more precise definition that establishes 

three separate activities within the process. He states, 

Manpower planning is the systematic analysis of 
the company's manpower resources, the construction of 
a forecast of its future manpower requirements . . ., 
and the planning necessary to ensure that the man-
power supply will match the forecast requirements (4, 
p. 43). 
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In 1976, Shaw (28) reported on his exhaustive search 

for a standard definition for manpower planning. He pre-

sents more than twenty definitions but reports that a 

generally accepted definition did not exist at that time. 

Current Attempts to Define Human 
Resource Planning 

Although new definitions of human resource planning did 

appear in the literature following Shaw's effort to find a 

standard definition, Mackey (22) and Russ (27) reaffirmed 

the absence of an acceptable definition more than five years 

later. 

Lopez criticizes those who would narrowly define human 

resource planning as addressing managerial personnel plan-

ning problems. He suggests human resource planning is more 

than manpower planning. The former is a broader and more 

profound process than the latter. The latter term he 

describes as 

. . . a procedure for developing "manning" tables, 
establishing work-measurement standards, and deter-
mining manpower costs, none of which are directly 
related to the planning function and all of which, 
. . ., have as a common denominator a value system 
that treats human beings as objects and human talent 
as a commodity (21, p. 8). 

Lopez does not give a succinct definition of human resource 

planning, rather, he gives a rambling description of its 

basic elements. 

Fiorito (12) strongly rejects the definition presented 

by Vetter (31). He states that Vetter1s definition " . . . 
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implies that the rationale for HRP is maximizing of both 

organization and individual benefits" (12, p. 103) . He 

suggests that the primary objective of human resource plan-

ning is to maximize organizational benefits, not to assist 

employees in planning personal careers. 

A nationally recognized authority, Walker states that 

human resource planning can be defined as ". . . the process 

of analyzing an organization's human resource needs under 

changing conditions and developing the activities necessary 

to satisfy these needs" (34, p. 5). The comprehensive scope 

of Walker's definition is evident from Figure 2. The rela-

tionship between forecasting activities and programming 

activities is illustrated as well. 

The forecasting activities begin with an analysis of 

external conditions affecting the availability of labor for 

the organization. The internal labor pool is tested against 

future human resource requirements to determine an estimate 

of human resource needs. The forecasting of personnel is 

understood to be an integral component of the business plan. 

Program planning ensures that employees are assessed, 

trained, evaluated, and rewarded effectively. Without pro-

grams for organization design, appraisal, career planning, 

and the other elements shown, the overall human resource 

planning process would be incomplete. 
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1. Needs Forecasting 
Analysis of external conditions 
• Economic, social, political 

factors 
• Government and legislation 
• Population and work force 
• Markets and competition 
• Technologies 

Future human resource requirements 
• Organization and job design 
• Plans and budgets 
• Management policies and philosophy 
• Technologies and systems 
•Affirmative action/EEO goals and p!ans 

Future human resource availability 
• Current inventory of talent 
• Forecasted attrition 
• Forecasted movement and development 
• Effects of past human resource 

programs 

_ _ l 

Forecast of human resource needs 
• Immediate and longer term 
• External hiring needs 
• Reductions and reallocations 
• Improved utilization 
• Development 

2. Program Planning 

Performance management 
• Organization 

Activities 
Relationships 
Responsibilities 
Standards 
Quality of work life 

(climate) 

• Performance appraisal 
Performance plans 

and goals 
Coachinrj 
Evaluation 

• Reward structures 
Compensation 
Benefits 

l 
Career management 
• Policies and systems 

Recruitment 
Selection and placement 
Promotion and transfer 
Development and training 
Termination or retirement 

• Management succession 
Individual assessment 
Position requirements 
Replacement charting 
Succession planning 
Tracking career progress 

• Career opportunities 
Job requirements 
Career paths 
Career communications 

• Individual career planning 
Self-analysis 
Personal career plans 
Development action plans 

Fig. 2—The Human Resource Planning Process (Source: 
James W. Walker, Human Resource Planning, New York, McGraw-
Hill Book Company, 1980). 
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A Working Definition for This Study 

Of the definitions reviewed herein and given in the 

literature, Walker's definition is sufficiently comprehen-

sive for the purpose of this study. It is not, however, 

fully satisfactory as a definition in that it depends 

heavily on the content of Figure 2 to carry its meaning. 

For the purposes of this study, the following defini-

tion is coined. 

Human resource planning is the systematic analysis of 
current and future human resource requirements and the 
formulation of strategies, plans, and programs for the 
acquisition, utilization, development, and retention 
of needed employees to achieve the goals of the organi-
zation. 

Critics will question the absence of any reference to the 

use of information systems, to the evaluation of specific 

program components, and to the integration of the human 

resource planning process and the business plan. In defense 

of the definition, forecasting human requirements and asses-

sing labor sources cannot be done without an adequate manage-

ment information system. Forecasting human resources can 

only be accomplished if human resource planning is a com-

ponent of the business plan. Program evaluation is not 

specifically addressed as it is inherent in any management 

process. As given, this definition is suitable for use in 

this study. 
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Human Resource Planning Methods and Models 

Designing and implementing a human resource planning 

system capable of fulfilling the requirements of a modern 

organization can be a perplexing task. Practitioners have 

a multiplicity of planning methods, procedures, and models 

to consider. Typically, a human resource planning system 

will consist of five major elements: (1) a forecast of 

human resource requirements, (2) a planning and acquisition 

system to match resources against requirements, (3) a train-

ing and development program to prepare employees to fill 

planned openings, (4) a career counseling and planning 

system for employees, and (5) a human resource information 

system. Although these five major elements are common to 

many models presented in the professional literature, a con-

siderable amount of diversity does exist between systems. 

The human resource planning systems presented in the litera-

ture range from simple guidelines to labyrinthine flow charts 

for computer modeling. 

Early Human Resource Planning Systems 

Many of the early writers provide only a general con-

struct for human resource planning. Another deficiency of 

many of these early symptoms is that they focused only on 

high-talent or executive employees. The following human 

resource planning systems are characteristic of the systems 

pre-dating 1975. 
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K eY s and Wright.—Keys and Wright (19) described a 

procedure for manpower (human resource) planning which con-

sists of five steps. The steps include (1) establishing 

corporate goals, objectives and medium to long range plans; 

(2) developing an organizational structure and forecasting 

the manpower requirements necessary to meet major technologi-

cal innovations, changes in production methods, and possible 

productivity gains; (3) preparing written job specifications 

for each position and function in the organization; (4) 

reviewing the current labor force and preparing a manpower 

inventory of available skills and qualifications; and (5) 

formulating plans to fill expected requirements through up-

grading of the present labor force and the recruiting of 

qualified new employees (19, pp. 23-24). 

Vetter.—A comprehensive system for manpower (human 

resource) planning was formulated by Vetter (31) in 1967. 

His system consists of four phases which are identified as 

Phase I: Data Analysis—Inventory and Forecast; Phase II: 

Setting Objectives and Policies; Phase III: Action Program-

ming; and Phase IV: Program Control and Evaluation (31, 

pp. 32-39) . Phase I consists of activities such as an 

analysis of the current manpower situation, a forecast of 

the total manpower needs of the organization at some future 

time, individual forecasts of the manpower requirements for 

each unit, and a reconcilation of the prepared forecasts 
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and the firm's future financial plans. Phase II emphasizes 

the importance of coordinating the manpower planning process 

with other organizational objectives, and with policies that 

effect the acquisition and retention of personnel. Phase III 

concentrates on the modification of existing personnel pro-

grams and the design of new programs to meet the manpower 

goals formulated in Phase I and II. Existing programs for 

salary administration, performance evaluation, attrition 

reduction, and training are scrutinized and modified to 

achieve desired goals. Phase IV addresses the importance 

of evaluation and controls within the manpower planning 

process. The complexity and formality of the controls 

imposed will depend on the needs of the firm, but they 

should cover all components of the manpower plan. 

White.—A fully integrated manpower (human resource) 

planning and control system which is incorporated into the 

business planning process is described by White (35). His 

system identifies nine major elements: 

1. Business Plans (long range plans, sales plans, 

capabilities of the firm, strategies, financial 

plans, etc.); 

2. Company Plans (manpower, overhead, facilities, 

capital, and financial); 

3. Work Plans (program plans, plans to make or buy, 

manufacturing plans, etc.); 
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4. Industrial Relations Plans (policies, objectives, 

manpower profile, and sources of personnel); 

5. Recruitment and Placement Plans (hiring plans, 

organization staffing levels, skills, job specifi-

cations, personnel turnover projections, and train-

ing) ; 

6. Performance Summary (comparison of results to plans 

for the individual employees and the organization); 

7. Assessment (manpower audit to identify high-potential 

and misplaced employees, employee replacement plans, 

organization effectiveness, etc.)? 

8. Development Plans (organization and invididual plans 

for development through training, job rotation, 

career development activities, etc.); and 

9. Compensation Plans (position evaluation, salary 

planning, etc.). 

No element of the system or activity within an element is 

independent of the others. Each activity influences and is 

influenced by the others, and each receives the review and 

approval of management as it is being developed. 

Bell.—A more comprehensive and detailed manpower (human 

resource) planning system is presented by David J. Bell in 

his book entitled Planning Corporate Manpower (5). Bell 

identifies five elements essential to manpower planning: 

(1) a systemic analysis of manpower resources, (2) forecasts 
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of manpower demand, (3) forecast of manpower supply, (4) a 

reconciliation of these forecasts within constraints of the 

company's circumstances, and (5) the development of plans for 

action (5, pp. 9-10). Bell discusses various methods that 

can be used to complete each element. He provides an 

analysis of both simple and complex methods to use in 

<̂ n9-lyzing performance and productivity, retention, and turn-

over and similar human resource planning problems. His 

system depends heavily on a well developed, computer—supported, 

human resource data base. 

Current Human Resource Practices 
and Systems ~~ 

Since the mid-1970's, there has been a rapid growth in 

the number of books and articles purporting to raise the veil 

of confusion enveloping human resource planning. Few have 

been very successful. Two of the more credible works that 

cover the subject in a comprehensive manner are reviewed. 

Niehaus.—A comprehensive blue print for implementing a 

"computer-assisted" human resource planning system is pro-

vided by Neihaus (25) . He not only describes the various 

activities the system entails but also reviews the statis-

tical and mathematical formulae that should be used in 

programming the computer. The formulae and programming 

employed by Niehaus are covered more extensively by Vajda 

(32) . 
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Walker. A thorough review of human resource planning 

practices, methods, and activities is given by Walker (34) 

Walker offers a practical approach to human resource plan-

ning and development. He divides the human resource plan-

ning process into three major units: (1) needs forecasting, 

(2) performance management, and (3) career management. Within 

needs forecasting, he reviews several forecasting models and 

applications as well as work analysis. He also expresses the 

importance of integrating human resource planning into the 

organization's business planning process. In performance 

management, he addresses compensation planning and individual 

performance appraisal. Career planning encompasses the 

processes of recruitment, selection, assessment, development, 

succession planning, career pathing, and individual career 

planning. 

To review each method and model for human resource 

planning would serve no useful purpose; however, some gener-

alizations can be made about the literature reviewed. First, 

many of the articles continue to focus on planning for 

managerial personnel and concentrate on forecasting methods 

(6, 11, 13). Second, there is a growing effort to model 

human resource planning after established management and 

financial methods. Human resource accounting, marketing, 

and cash flow models are characteristic of these endeavors 

(16). Third, a notable shift toward assessing organizational 

characteristics before implementing any type of human 
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resource planning system is apparent. The notion of 

tailoring human resource planning systems to accommodate 

differences in types of business, operating environment, 

and organizational personality is not new but is becoming 

more common (2, 17). Lastly, the most significant trend in 

current models is toward complex human resource planning 

systems that utilize computer supported methods and that 

interface with the strategic business planning process (21). 

A Lack of Success in Implementing 
Human Resource Planning 

The need for human resource planning and the benefits 

derived by the organization from implementing these systems 

are frequently voiced in the literature (13, 24, 27). Yet, 

there are those who question the practicality and viability 

of this new management function. The lack of success has 

been attributed to a number of causes. 

T h e Nature of Human Resource Planning 
Makes Success Difficult 

Heneman and Seltzer (15) warned that manpower (human 

resource) planning would always be difficult because of the 

dynamic nature of the planning process and the fact that the 

process was related to humans. He states, 

• . . the basic units in manpower planning are people— 
who are more variable and changing units than money or 
bricks or mortar. It is much easier to plan almost any 
other P&rt of a business . . . than to make reliable and 
valid manpower plans (15, p. 30). 
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Other factors restraining the widespread implementation of 

human resource planning have been suggested as well. 

Stumbling Blocks to Human 
Resource Planning 

Gehrman (14) suggests that the delay in implementing 

more human resource planning systems is line management's 

unwillingness to devote much time to the process. He offers 

five reasons to explain the behavior of these managers. 

First, they assume human resource planning is a personnel 

function. Second, they see no need for planning as people 

are flexible and can adapt. Third, no justification exists 

for planning as historically human resource plans have not 

been used. Fourth, since most senior managers do not demand 

human resource plans, there is little motivation for line 

managers to prepare them. Lastly, even if line managers 

wanted to do planning, the personnel department lacks 

qualified personnel to assist them in the process (14, p. 942) 

Mackey supports Gehrman by offering eight reasons why 

many organizations fail to establish workable human resource 

planning systems: 

1. human resource planners do not understand their 

role and duties; 

2. there is inadequate sponsorship of planning pro-

grams by top management personnel; 

3. the initial effort undertaken is overly complicated 

and destined to failure; 
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4. human resource planning is not closely coordinated 

with other personnsl functions; 

5. the human resource plan is not linked to the 

business plan; 

6. human resource planners are too quantitative in 

their approach to planning; 

7. line managers are not involved in the design, 

development, and implementation of the human 

resource planning system; and 

8. overly complex planning techniques are used when 

simple, straight-forward techniques would suffice 

(22, pp. 18-20) . 

With so many potential pitfalls, the novice human resource 

planner does not stand a very good chance of implementing a 

state-of-the-art system. 

Definition of Terms 

As noted earlier, some confusion exists in the termi-

nology used in the field of human resource planning. For 

the purposes of this paper, the following definitions apply. 

Assessment center refers to a site in which a variety 

of measurement and evaluation methods such as intelligence 

and psychological tests, behavioral exercises, and interviews 

are employed by trained assessors to determine an employee's 

potential to assume a position or enter a career ladder. 
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Career planning consists of career counseling designed 

to communicate career opportunities available within an 

organization to assist employees in the preparation of 

personal career development plans that will enable the 

individual to achieve maximum career satisfaction and help 

the organization attain its goals. 

Human resource planning is the systematic analysis of 

current and future human resource requirements and the 

formulation of strategies, plans, and programs for the 

acquisition, utilization, development, and retention of 

needed employees to achieve the goals of the organization. 

Job posting and bidding is the practice of announcing 

all job vacancies on internal bulletin boards and to accept 

employee bids on these jobs by all interested employees. 

Manpower forecasting is the process of anticipating the 

future size and composition of the organization's labor 

force through the use of judgmental and quantitative tech-

niques . 

Skills inventory refers to a compilation of the relevant 

skills and experiences possessed by individuals within the 

labor force of the organization. 

Succession planning is the process of identification 

of qualified or qualifiable replacements for incumbents in 

critical positions or for positions in an occupational 

category. 
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Definitions for human resource planning practices and 

techniques selected for use in the survey were developed and 

refined as an adjunct to the field test of the survey instru-

ment. 

Organization of the Dissertation 

The dissertation consists of four chapters. The first 

chapter introduces the research topic and provides a justifi-

cation for the study. The chapter establishes the signifi-

cance of the study and its scope, and the planned methodology. 

To aid understanding of the problem and purpose of this study, 

the development of human resource planning practices are 

reviewed. Specific difficulties associated with the field 

are noted to give perspective to the problem. Definitions of 

specialized human resource planning terms are presented. 

The second chapter provides a detailed statement of the 

research methodology and findings. The chapter focuses on 

the selection of the survey population, the composition of 

the population, and the design of the questionnaire. The 

analytical methods used to evaluate the data are reviewed. 

Results of the analysis are presented and significant find-

ings are identified. 

The third chapter presents an analysis of the findings. 

In keeping with the purpose of this study, every effort is 

made to relate the findings to the problems confronting 

human resource practitioners. Particular emphasis is given 
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to the problem of selecting the right combination of plan-

ning and development activities when implementing a human 

resource planning system. To clarify the findings of this 

study, comparable information available in the literature 

is provided. 

The fourth chapter provides a summary of the findings, 

and offers conclusions that can be drawn from the research. 

Specific recommendations and implications for further 

research that are supported by the findings are given. Again, 

these recommendations focus on practical applications within 

organizations. 

Summary 

This chapter has explained the relatively recent emer-

gence of human resource planning. The rapid expansion of 

the field has created problems regarding the role of human 

resource planning within the human resource management func-

tion and as a part of the strategic planning process of the 

organization. The activities that legitimately fall within 

the field are not clearly understood by all theorists and 

practitioners. This air of confusion has hindered the 

development of a satisfactory definition to guide competent 

research. A review of the literature reveals an absence of 

comprehensive information to assist the practitioner in 

designing and installing an effective human resource plan-

ning system. There exists a sufficient body of information 
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to suggest that an organization must consider its size and 

operating environment when designing an effective planning 

system for human resources. Walker's typology for identify-

ing the evolutionary stages of human resource planning 

practices appears to hold the greatest promise for resolving 

the practitioner's design problems. Although Walker states 

that the stage of sophistication that a firm may employ in 

its human resource planning practices is related to certain 

organizational characteristics, he provides no evidence to 

support his position. The purpose of this study is to 

identify the relationships that exist between selected 

organizational characteristics and selected human resource 

planning practices, techniques, and methods. 

The field of human resource planning appears to hold a 

good deal of promise for resolving the labor force issues 

that will confront organizations of all sizes and business 

classifications in the present decade and the years beyond. 

Factual information must be used to design systems that 

will be able to handle labor problems related to technologi-

cal advancements and the aging of the American worker. 
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CHAPTER II 

METHODOLOGY AND PRESENTATION OF DATA 

Methodology 

This study utilizes both primary and secondary data. 

Secondary data were obtained through a selective search of 

the literature. The search covered the period from 1900 

through the present. Primary data were obtained by means 

of a questionnaire sent to 565 selected corporations in the 

United States. The length of the questionnaire and the in-

depth information requested was anticipated to have a chill-

ing effect on the willingness of individuals to complete the 

form. This fact greatly influenced the sample selection 

procedure. The design of the questionnaire, the selection 

of corporations to participate in the survey and the findings 

of the research are covered in subsequent sections of this 

chapter. 

Sample 

The nature of the research imposed certain requirements 

on the selection and composition of the sample population. 

The primary purpose of the research was to determine whether 

selected organizational characteristics are associated with 

the human resource planning process of organizations as 

43 



44 

predicted by Walker. To accomplish this purpose, the sample 

population had to represent a cross section of corporations 

operating in the United States. The selection procedure 

adopted, therefore, had to provide respondents who repre-

sented corporations that differed on three primary criteria: 

(1) annual revenues, (2) number of employees, and (3) indus-

try classification. 

The required information on revenues, employees, and 

business activity could have been obtained from the respon-

dent as part of the questionnaire. However, obtaining the 

information in this manner was considered unacceptable for 

two reasons. First, the respondents are human resource 

management employees. In all likelihood, they do not have 

access to the necessary financial and factual information to 

respond properly. Should the information be available, 

respondents of large organizations would question whether 

the information should be reported by operating division, 

subsidiary, or combined corporate group. Second, obtaining 

comparable data would place an undue burden on the respon-

dent which would diminish his or her willingness to complete 

the questionnaire. The difficulty that would have confronted 

respondents was assessed by examining the complex ownership 

structures and financial reporting practices of a representa-

tive group of corporations in the United States. 

To overcome the problem of obtaining comparable infor-

mation from respondents, a common information source was 
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necessary. Several nationally recognized financial and 

stock market reporting services were reviewed to determine 

which, if any, would provide the required information on 

revenues, the numbers of employees, and the primary indus-

trial or business activity of corporations within the United 

States. Moody's Investors Fact Sheets (1) proved to be 

suitable for the purposes of this study. Moody's Investors 

Fact Sheets provides financial and organizational information 

on corporations listed on the New York Stock Exchange, the 

American Stock Exchange, and corporations whose stocks are 

regularly traded in the over-the-counter market. The infor-

mation given in each of the individual corporate reports 

includes, but is not limited to, the (1) corporate office 

address, (2) primary industrial classification, (3) annual 

earnings record of the corporation, (4) number of employees 

in the organization, and (5) stock exchange listing the 

corporation's stocks. In addition to having the required 

information, each corporation is assigned an alphanumeric 

symbol to facilitate indexing and updating the service. The 

symbol consists of a letter denoting the listing exchange 

and a multiple digit number. The presence of these symbols 

facilitated the selection of corporations for inclusion in 

the survey. 

To ensure a representative cross section of corporations 

in the sample population, two lists of corporations were pre-

pared. The initial list was drawn using a table of random 
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numbers. The random numbers drawn were tested against the 

alphanumeric symbols given each corporate report. In the 

event that a number drawn appeared on two or more of the 

exchanges covered by the service, each of the identified 

corporations were included in the survey group. The 

identified firms were screened to ensure that each met the 

criteria established for inclusion in the survey. The 

following criteria were applied. 

1. Only domestic, non-alien corporations were accepted; 

firms incorporated outside of the United States were rejected, 

2. Firms having fewer than 400 employees were rejected 

on the assumption that small organizations are unlikely to 

employ human resource planning methods in an established 

manner. 

The firms selected through the use of random numbers 

were cross indexed against the membership directories of 

three national human resource management and planning 

organizations. This step provided the name and business 

address of an individual within the selected organization 

engaged in human resource management or directly involved in 

human resource planning. Although this was a time consuming 

process, it improved the quality of the mailing list as the 

individuals addressed were considered more knowledgeable of 

human resource planning terminology and the practices of 

their respective firms. 
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The initial mailing consisted of 469 firms. Eighteen 

percent (N = 84) of the questionnaires were returned. The 

low rate of return was anticipated, in part, due to the 

subject matter, the length of the questionnaire, and the 

quality of the address list. The process of identifying a 

respondent within the selected firms proved to be a most 

difficult task. To increase the sample size, a second mail-

ing list was prepared. 

A second mailing list was developed using the directory 

of a national human resource planning organization. The 

same criteria used in the first mailing were applied in the 

second mailing with the exception that the firms selected 

could not have appeared on the original mailing list. In 

the selection process, greater weight was given to organiza-

tions engaged in business activities that were not well 

represented in the sample group obtained from the first 

mailing. Ninety-six corporations were selected in this 

manner. The second mailing was more fruitful yielding a 

40.6 percent rate of return (N = 39). 

Of the 565 questionnaires mailed, a total of 123 

questionnaires were returned. Although eleven of the ques-

tionnaires returned contained additions, substitutions, and 

comments which deviated from the requested type of response, 

none of the questionnaires were considered unusable. Where 

applicable, tables reflecting the findings of this study 

show the number of respondents used in the computation. 
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The Questionnaire Design 

A questionnaire was employed to obtain the primary data 

used in this study. A copy of the questionnaire is in 

Appendix B. To obtain comparable data consistent with the 

purpose of this study, a forced-choice, closed-response 

questionnaire form was necessary. Although respondents were 

provided an opportunity in Questions 1 through 4 to write-in 

specific practices or methods used by their respective firms 

which were not printed on the form, no attempt was made to 

tabulate the sparse information received. Respondents were 

asked to consider each question in terms of the overall 

practices of their respective organizations. No distinction 

is made between different employee classifications (such as 

hourly or salaried personnel) in the questionnaire. The 

responses are assumed to apply to all applicable employees. 

The questionnaire consists of four pages. The first 

page is the request letter. The request letter was delib-

erately incorporated into the questionnaire to assure the 

return of the address label. As noted above, the address 

label was required to determine the corporation's identity 

so that revenue, number of employees, and industry classifi-

cation could be collected. The questions are given on pages 

two, three and four of the questionnaire. The questions 

are divided into three parts with each part containing 

similarly styled questions. 
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Part I consists of Likert form questions designed to 

obtain information on the use and the degree of importance 

given to each of the human resource practices and techniques 

listed. The importance scale ranges from "No Importance" to 

"Significant Importance." For statistical purposes a 

numerical value ranging from "1" through "4" was assigned to 

each importance level ("No Importance" equals "1"). Question 

1 addresses internal factors considered in forecasting human 

resource requirements. Question 2 seeks to determine the 

type of internal information used when analyzing the firm's 

future human resource needs. Question 3 ascertains the 

external factors considered in assessing the future avail-

ability of an adequate supply of labor. Question 4 solicits 

information on the use of various human resource forecasting 

techniques and models. 

Part II contains questions designed to determine (1) the 

content of the human resource information system, (2) the 

employee assessment and testing methods used, and (3) the 

nature and scope of the firm's employee training and develop-

ment program. The intent of each question is to determine 

whether the respondent firm does or does not engage in the 

activity described; thus, each item requires only a "yes" 

or "no" response. For computational purposes, a negative 

response was assigned a value of "1" with a value of "4" 

assigned to an affirmative response. 
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Part III of the questionnaire contains questions that 

assess a major component of the human resource planning 

process or the process as a whole. Each of the first six 

questions in Part III addresses a major component of the 

process while the last question addresses the process as a 

whole. The first six questions consist of three to five 

responses describing progressive levels of sophistication 

for the component covered by the question. For computational 

purposes, each response within a question was assigned a 

consecutive value beginning with "1" for the first response. 

Each question and its responses are adapted from the descrip-

tions given by Walker of his four stages of sophistication 

in human resource planning. The components covered include 

recruitment, training and development, career counseling, 

retirement counseling, the human resource information system, 

and the methods used to evaluate the human resource planning 

process. The last question seeks a global assessment of the 

degree of satisfaction associated with the firm's present 

human resource planning practices. The highest degree of 

satisfaction is given in the first response while the lowest 

degree of satisfaction is described in the last response. 

Therefore, for computational purposes, the first response 

was assigned a numerical value of "4" for the first response 

and a value of "1" was assigned for the last response. 
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Analysis of the Questionnaire Data 

This section presents the findings of this study. The 

section is divided into four parts. The first part provides 

an examination of the sample composition. Industry classifi-

cations and organization size measures are used to stratify 

the sample. The second part presents a summary of the data 

using descriptive statistical measures. The third part 

reviews the results of the discriminant analysis procedures 

used to test the null hypotheses established for this research. 

The last section contains the findings obtained from the fac-

tor analysis procedures which are used in evaluating Walker's 

construct. 

Composition of the Sample Population 

The composition of the sample population by industry 

classification is given in Table I. A total of 123 responses 

were received representing fifty-seven industry classifica-

tions. A complete listing of the industry classifications 

is given in Appendix C. The fifty-seven classifications 

were combined to form the eleven classifications given in 

Table I. Two of the questionnaires received had the mailing 

label removed and could not be classified by industry type. 

Table II indicates the composition of the sample popula-

tion by revenue levels. The revenues ranged from a low of 

$30 millions to a high of $34,364 millions. The wide range 

of revenue levels within each of the industry classifications 
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TABLE I 

COMPOSITION OF THE SAMPLE POPULATION 
BY INDUSTRY CLASSIFICATION 

Industry Classification Number of 
Respondents 

Percent 
of Total 

Agri-Business and 
Food Processing 10 8.1 

Banks and Financial 
Services 11 8.9 

Computers and Com-
munication Services 10 00

 
•
 

Forest Products—Wood, 
Materials, Paper 7 5.7 

Heavy Manufacturing— 
Steel, Autos, Aircraft 13 10.6 

Light Manufacturing— 
Appliances, Tools, Parts 14 •

 

1 1 
r
H
 

Mining, Oil, and 
Chemicals 8 

L
O
 • 

Railways, Construction 
and Conglomerates 14 

i—1 
i—1 

Retail—Food, Drugs, 
Apparel 13 10.6 

Specialties Manufacturing— 
Optics, Drugs, Medical 11 

00
 

Utilities—Electric Power, 
Gas Distributors, Services 10 

1—1 • 
00
 

Unknown 2 1.6 

Totals 123 99.9 
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TABLE II 

MEAN AND MEDIAN REVENUES FOR CORPORATIONS WITHIN 
ELEVEN INDUSTRY CLASSIFICATIONS 

(N = 120) 

Industry N* 
Mean 

(Millions) 
Median 

(Millions) 

Agri-Business and 
Food Processing 10 $3625.3 $1519.0 

Banks and Financial 
Services 11 2383.2 1632.0 

Computers and Com-
munication Services 10 5434.7 436.5 

Forest Products—Wood, 
Materials, Paper 7 2778.1 2912.0 

Heavy Manufacturing— 
Steel, Autos, Aircraft 13 2720.8 2807.0 

Light Manufacturing— 
Appliances, Tools, Parts 14 612.9 432.5 

Mining, Oil, and 
Chemicals 8 7371.4 3299.0 

Railways, Construction 
and Conglomerates 14 1746.6 937.0 

Retail—Food, Drugs, 
Apparel 12 3658.9 1470.0 

Specialty Manufacturing— 
Optics, Drugs, Medical 11 1096.9 701.0 

Utilities—Electric Power, 
Gas Distributors 10 $ 932.7 $ 893.5 
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is reflected in the statistical measures given in Table II. 

A total of 120 complete questionnaires are used in Table II. 

The cases removed contained omissions in either the revenue 

information or the number of employees. The noticeable 

differences in the mean and median figures are caused by the 

range of values included in the respective categories. The 

category "Computers and Communication Services" has the 

second lowest median value but contains the respondent with 

the largest revenue. In terms of revenue, the average 

corporation in this study would be listed among the larger 

corporations in the United States. 

The numbers of employees for each industry classifica-

tion are shown in Table III. The number of usable cases 

was only 115. Any questionnaire for which an employee count 

could not be obtained was removed. The number of employees 

ranged from a low of 414 to a high of 341,279. The industry 

classification with the largest mean number of employees is 

"Computers and Communication Services" and the smallest is 

"Utilities—Electric Power, and Gas Distributors." The mean 

number of employees for the sample is 25,590 employees with 

a median of 11,272 employees. The typical organization 

within the sample would be classified as a major domestic 

employer. 

Summary of Responses 

Information presented here reflects the results of the 

data compiled from 123 respondents. Six of the 
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TABLE III 

MEAN AND MEDIAN NUMBER OF EMPLOYEES FOR CORPORATIONS 
WITHIN ELEVEN INDUSTRY CLASSIFICATIONS 

(N = 115) 

Industry N* Mean Median 

Agri-Business and 
Food Processing 9 14959 7759 

Banks and Financial 
Services 10 11961 7082 

Computers and Com-
munication Services 10 68209 6660 

Forest Products—Wood 
Materials, Paper 7 27911 29600 

Heavy Manufacturing— 
Steel, Autos, Aircraft 13 33007 32976 

Light Manufacturing— 
Appliances, Tools, Parts 14 10505 5369 

Mining, Oil, and 
Chemicals 8 42936 18350 

Railways, Construction 
Conglomerates 12 37479 21510 

Retail—Food, Drugs, 
Apparel 11 39040 30000 

Specialty Manufacturing 
Optics, Drugs, Medical 11 14916 12109 

Utilities—Electric Power, 
Gas Distributors 10 4276 3654 

*Incomplete cases omitted. 
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questionnaires contained one or more omissions within the 

fifty-nine response items and were removed from the sample. 

Table IV presents the mean, median, and mode for each 

of the fifty-nine responses. The data given indicate the 

human resource planning practices, techniques and informa-

tion that are considered most important by the respondents. 

The primary criteria used in forecasting future manpower 

requirements are shown as Response Numbers 1, 3, and 5. The 

most commonly used forecasting technique is "judgmental 

forecasts" prepared by supervisors or other experts. The 

remaining techniques received notably lower scores. In 

analyzing the availability of human resources from within 

the organization, information concerning the education, 

training, and experience of employees is most important 

followed by performance appraisal data. The information 

most commonly recorded in employee records is shown in Table 

IV as (1) biographical data, (2) employee education, train-

ing and experience, and (3) performance appraisal data. 

This information is consistent with the forecasting criteria 

and techniques identified as important by the majority of 

the respondents. Of the various selection and placement 

methods given in the questionnaire, the single most frequently 

used method is that of "managerial judgment and personal con-

tact." This finding is consistent with the lower scores for 

the five employee assessment techniques shown as Response 

Numbers 42 through 46. The scores shown for each of the 
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TABLE IV 

MEAN, MEDIAN, AND MODE VALUES COMPUTED FOR EACH OF THE 
FIFTY-NINE HUMAN RESOURCE PLANNING PRACTICES LISTED 

ON THE QUESTIONNAIRE* 
(N = 117) 

Descriptions Mean Mode 

Forecasting Manpower Requirements 

1 Projections by managers 3.4 3.6 4.0 

2 Projected organization 
changes 3.1 3.2 3.0 

3 Planned mission changes 3.3 3.5 4.0 

4 Affirmative action goals 2.6 2.6 3.0 

5 Planning criteria and 
budget limits 3.3 3.6 4.0 

Data for Analyzing Internal : Human Resources 

6 Employees' demographic data 2.3 2.3 2.0 

7 Employees1 education and 
experience information 3.3 3.5 4.0 

8 Performance appraisal data 3.1 3.3 4.0 

9 Employees' vocation and 
career interests 2.7 2.8 3.0 

10 Terminations and other 
attrition rates 2.8 2.8 3.0 

11 Projected promotions and 
internal movements 3.0 3.1 4.0 

12 Productivity changes 2.6 2.6 2.0 

Data for Analyzing the External Supply • of Labor 

13 General economic conditions 2.9 2.9 1 3.0 
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No. Descriptions Mean Median Mode 

14 Social and political 
factors 2.1 2.0 2.0 

15 Government or regulatory 
restriction 2.3 2.2 2.0 

16 Labor force composition 2.6 2.7 3.0 

17 Competitive changes in 
existing markets 3.0 3.1 3.0 

18 Technological and 
productivity changes 3.0 3.1 4.0 

Forecasting Techniques and Models 

19 Judgmental forecasts 3.3 3.4 4.0 

20 Staffing standards 2.5 2.6 3.0 

21 Ratio or trend analysis 2.2 2.2 1.0 

22 Delphi technique 1.3 1.1 1.0 

23 Linear programming 1.4 1.2 1.0 

24 Nonlinear programming 1.2 1.1 1.0 

25 Goal programming 1.6 1.3 1.0 

26 Assignment models 1.4 1.2 1.0 

27 Division level models 1.6 1.2 1.0 

28 Corporate level models 1.6 1.2 1.0 

Selection and Placement Activities 

29 Judgment and personal 
contacts 3.8 3.9 4.0 
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NO. Descriptions Mean Median Mode 

30 Job posting and bidding 2.8 2. 9 3. 0 

31 Employee talent inventory 2.5 2. 6 3. 0 

32 Replacement charts 2.3 2. 3 3. 0 

33 Career path information 
matched with employee data 2.0 2. 0 2. 0 

34 Personal career progression 
plans used 1.7 1. 6 1. 0 

Data Included in Employee Records 

35 Biographical data 4.0 4. 0 4. 0 

36 Personal education training 
and experience 3.9 4. 0 4. 0 

37 Performance appraisal 
ratings 3.8 3. 9 4. 0 

38 Employee potential 2.8 3. 0 4. 0 

39 Specific qualifications 
for assignments 2.8 3. 0 4. 0 

40 Job preference information 2.4 2. 4 1. 0 

41 Psychological assessment 
information 1.5 1. 3 1. 0 

Employee Assessment Techniques 

42 Intelligence and aptitude 
testing 1.6 1. 4 1. 0 

43 Personality trait assess-
ment 2.0 1. 8 1. 0 

44 Personal and work values 2.0 1. 8 1. 0 
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No. Descriptions Mean Median Mode 

45 Career and vocational 
interests 1.5 1.3 1.0 

46 Assessment center 
evaluation 1.7 1.4 1.0 

Training and Development Methods 

47 On-the-job training 3.9 4.0 4.0 

48 Classroom-vestibule 
technical training 3.7 3.8 4.0 

49 Supervisory skills classes 3.7 3.8 4.0 

50 Management practices 3.4 3.7 4.0 

51 Professional conferences 3.5 3.7 4.0 

52 Sabbaticals and exchanges 
with non-profit organiza-
tions 1.5 1.3 1.0 

Descriptions of Organization Activities 

53 Description of recruitment 
activities 2.1 1.8 1.0 

54 Description of training and 
development activities 2.3 2.3 2.0 

55 Description of career 
counseling practices 1.5 1.3 1.0 

56 Description of retirement 
counseling practices 2.0 2.0 2.0 

57 Human resource information 
system 2.9 2.9 3.0 

58 Evaluation of human 
resource planning 2.3 2.2 2.0 
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TABLE IV—Continued 

NO. Descriptions Mean Median Mode 

59 Overall adequacy and 
satisfaction of 
programs 2.1 

1 
to
 

• 
1 

o
 

O
 • 

C
M
 

59 range from 1 through 4; scoring for response number 55 
ranges from 1 through 3; and scoring for response number 58 
ranges from 1 through 5. 

training and development questionnaire items indicate a heavy 

use of all of the methods except "sabbaticals and exchanges 

with government or non-profit organizations." 

To determine the extent to which the size of the 

organization affected the responses given, the data were 

categorized into three groups based on the number of employees 

of the organization. Table V provides a comparison of the 

responses given by small, medium, and large organizations. 

Small organizations employ less than 2,500 people; medium 

organizations employ 2,500 to 15,000 people; and large 

organizations employ more than 15,000 people. The range of 

the number of employees was 414 employees in the smallest 

respondent firm to 341,279 employees in the largest firm. 

The small firm category contained only 17 corporations while 

the other two categories each contained 50 firms each. 

Although some differences are apparent, the group responses 

are similar. 
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TABLE V 

COMPARISON OF RESPONSES BASED ON SIZE OF CORPORATION* 

NO. Descriptions Small 
(N=17) 

Medium 
(N=50) 

Large 
(N=50) 

Forecasting Manpower Requirements 

1 Projections by managers 3.5 3.6 3.6 

2 Projected organization 
changes 3.1 3.1 3.2 

3 Planned mission changes 3.5 3.2 3.6 

4 Affirmative action goals 2.6 2.5 2.7 

5 Planning criteria and 
budget limits 3.4 3.6 3.5 

Data for Analyzing Internal Human Resources 

6 Employees' demographic data 2.0 2.1 2.4 

7 Employees' education and 
experience information 3.0 3.1 3.6 

8 Performance appraisal data 3.3 3.1 3.4 

9 Employees' vocation and 
career interests 3.2 2.7 2.8 

10 Terminations and other 
attrition rates 2.7 2.5 3.0 

11 Projected promotions and 
internal movements 2.6 3.1 3.1 

12 Productivity changes 3.3 2.6 2.4 

Data for Analyzing the External Supply of Labor 

13 General economic 
conditions 3.0 3.0 2.9 



TABLE V—Continued 

63 

NO. Descriptions Small 
(N=17) 

Medium 
(N=50) 

Large 
(N=50) 

14 Social and political 
factors 2.1 2.0 1.9 

15 Government or regulatory 
restriction 2.2 2.2 2.1 

16 Labor force composition 2.8 2.6 2.7 

17 Competitive changes in 
existing markets 2.9 3.0 3.1 

18 Technological and 
productivity changes 3.0 3.0 3.2 

Forecasting Techniques and Models 

19 Judgmental forecasts 3.0 3.2 3.6 

20 Staffing standards 2.3 2.5 2.6 

21 Ratio or trend analysis 1.4 2.0 2.3 

22 Delphi technique 1.0 1.1 1.2 

23 Linear programming 1.2 1.1 1.1 

24 Nonlinear programming 1.1 1.1 1.1 

25 Goal programming 1.2 1.2 1.2 

26 Assignment models 1.2 1.1 1.2 

27 Division level models 1.1 1.2 1.2 

28 Corporate level models 1.1 1.2 1.3 

Selection and Placement Activities 

29 Judgment and personal 
contacts 3.7 3.8 3.9 

30 Job posting and bidding 3.2 2.9 2.7 

31 Employee talent inventory 1.8 2.7 2.5 
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N o . Descriptions 
Small 

(N=17) 
Medium 
(N=50) 

Large 
(N=50) 

32 Replacement charts 1 . 1 1 . 9 2 . 8 

33 Career path information 
matched with employee data 1 . 4 1 . 8 2 . 3 

34 Personal career progres-
sion plans used 1 . 1 1 . 5 1 . 8 

35 Biographical data 4 . 0 3 . 9 3 . 9 

36 Personal education 
training and experience 3 . 9 3 . 9 3 . 9 

37 Performance appraisal 
ratings 3 . 9 3 . 9 3 . 9 

38 Employee potential 3 . 1 2 . 1 3 . 4 

39 Specific qualifications 
for assignments 2 . 6 2 . 9 3 . 2 

40 Job preference information 2 . 3 2 . 0 2 . 8 

4 1 Psychological assessment 
information 1 . 3 1 . 3 1 . 2 

Employee Assessment Techniques 

42 Intelligence and aptitude 
testing 1 . 3 1 . 4 1 . 3 

43 Personality trait assess-
ment 2 . 0 1 . 8 1 . 7 

44 Personal and work values 2 . 0 1 . 9 1 . 5 

45 Career and vocational 
interests 1 . 2 1 . 4 1 . 2 

46 Assessment center 
evaluation 1 . 2 1 . 3 1 . 6 



TABLE V—Continued 

65 

No. Descriptions Small 
(N=17) 

Medium 
(N=50) 

Large 
(N=50) 

Training and Development Methods 

47 On-the-job training 4.0 3.9 3.9 

48 Classroom-vestibule 
technical training 3.8 3.6 3.9 

49 Supervisory skills classes 3.8 3.8 3.8 

50 Management practices 3.3 3.6 3.7 

51 Professional conferences 3.1 3.6 3.8 

52 Sabbaticals and exchanges 
with non-profit organiza-
tions 1.0 1.1 1.5 

Descriptions of Organization Activities 

53 Description of recruitment 
activities 1.4 1.4 2.0 

54 Description of training 
and development activities 2.0 2.1 2.5 

55 Description of career 
counseling practices 1.1 1.2 1.3 

56 Description of retirement 
counseling practices 2.0 1.9 1.9 

57 Human resource information 
system 2.2 2.8 3.1 

58 Evaluation of human 
resource planning 2.3 2.0 2.2 

59 Overall adequacy and 
satisfaction of programs 

* bcoriny 1UI IIUILLUCJ. -L Wij-uuyix ^ ~ , - ' f 
59 range from 1 through 4; scoring for response number 55 
ranges from 1 through 3; and scoring for response number 58 
ranges from 1 through 5. 
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To determine the influence of industry classification 

on the response pattern given, the respondent corporations 

were separated into eleven industry classifications. Median 

values were computed for the responses within each industry 

grouping. Table VI provides a comparison of the results. 

The median values computed for each of the items of the 

questionnaire provide a profile of the human resource plan-

ning practices of the respective industry classifications. 

The extent to which an industry differs from other industry 

classifications can be easily assessed. 

Tests of the Research Hypotheses 

To test the research hypotheses, sample data were 

subjected to a standard discriminant analysis program pro-

vided in the Statistical Package for the Social Sciences 

(2). Discriminant analysis is a statistical technique used 

with nominal criterion variables to test whether a sub-

classification of respondents can be successfully identified 

from a similar group by using a selected set of predictor 

variables. Stated another way, discriminant analysis deter-

mines if the responses of one group can be differentiated 

from a second group. The procedure employed for testing 

each hypothesis is described below. 

Test of Hypothesis One.—The first hypothesis states 

that the human resource planning practices of an organiza-

tion are not related to its primary industry classification. 
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Discriminant analysis was used to determine whether the 

human resource practices of a single industry classification 

could be differentiated from the remaining respondent firms. 

A total of 121 respondent firms were sorted into one of 

seven industry classifications to test the hypothesis. The 

results of the procedure are given in Table VII. The number 

of respondents in each industry classification is presented 

along with a chi-square test of significance of each 

discriminant function and the percent of the cases that were 

properly classified by the function. As shown in Table VII, 

four of the industry classification discriminant functions 

were found to be significant (p < .10). The industries 

having significantly differentiated human resource planning 

practices are Agri-Business and Food Processing, Computers 

and Communication Services, Retail, and Utilities. These 

findings indicate that the human resource planning practices 

of an organization are influenced by its primary industry 

classification. Thus, the null hypothesis is rejected. 

Information on the composition of the predictor 

variables within each of the four significant industry 

discriminant functions is given in Appendix E. Each industry 

function is presented separately in the appendix. Only 

variables having significant (p < .10) discriminant power 

are shown along with the primary discriminant function 

coefficients. Each coefficient reflects the relative con-

tribution of its associated variable in differentiating the 
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TABLE VII 

m<-> /-vc put COTTAPF TESTS OF SIGNIFICANCE AND THE 
^PFRCENT OF CASES CLASSIFIED BY THE DISCRIMINANT 

FUNCTIONS FOR ELEVEN INDUSTRY CLASSIFICATIONS 

Industry Classification 

1 Agri-Business and 
Food Processing 

2 Banks and Financial 
Services 

3 Computers and Com-
munication Services 

4 Forest Products—Wood, 
Materials, Paper 

5 Heavy Manufacturing 
Steel, Autos, Air-
craft 

6 Light Manufacturing— 
Appliances, Tools, 
Parts 

7 Mining, Oil and 
Chemicals 

8 Railways, Construction 
and Conglomerates 

9 Retail—Food, Drugs, 
Apparel 

10 Specialty Manufactur-
ing—Optics, Drugs, 
Medical 

11 Utilities—Electric 
Power, Gas Dis-
tributors 

Percent of 
Cases 

Properly 
Classified 

Chi-
Square 

.100* 73.27 

11 60.12 

97.5 .035* 10 80.14 

7 52.99 

95.9 13 59.38 

14 52.45 

99.2 8 61.90 

91.7 14 50.38 

99.2 13 98.06 

11 52.65 

98.4 .077* 10 75.12 

"Significant industry discriminant function (p < .iui. 

respective industry classification from the remaining sample 

population. Significant variables were determined using the 
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univariate F ratio determined for the computed value of 

Wilks' lambda. 

T es t of Hypothesis Two.—The second hypothesis states 

that the human resource planning practices of an organiza 

tion are not related to the number of employees of the 

organization. To test this hypothesis, 117 respondent 

corporations were classified into three groups. The th 

groups established were (1) small firms having less than 

5,000 employees, (2) medium firms having at least 5,000 

employees but less than 15,000 employees, and (3) large 

firms employing more than 15,000 employees. A multiple 

disciminant analysis was performed to determine whether the 

number of employees could be used to predict differences in 

the human resource planning practices of organizations 

Two functions representing 100 percent of the variance 

were obtained from the analysis. Chi-square tests were 

computed for each of the two functions to determine the 

significance of the functions' ability to discriminate 

between the three employee size groupings. Table VIII 

provides the chi-square values and significance levels for 

the two discriminant functions. As shown, both discrimm 

functions were found to be significant (p < .04). These 

findings indicate that the human resource planning practices 

of an organization are influenced by the number of employees 

it employs. Therefore, the second null hypothesis is 

rejected• 
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TABLE VIII 

P H T COTTARF TESTS OF THE DISCRIMINANT FUNCTIONS DERIVED 
C H I - S Q U A ^ R

T H E EMPLOYEE SIZE CLASSIFICATIONS 
(N = 117) 

Function 
Percent of 
Variance 

Wilks1 

Lambda 
Chi-

Squared 
D.F. Significance 

1 55.92 0.135 169.67 118 .0013 

2 44.08 0.397 78.45 58 .0381 

Test of Hypothesis Three.-The third hypothesis states 

the human resource planning practices of an organizatio 

not related to the size of its annual revenue. To test the 

hypothesis, the sample of 119 respondents were divided into 

three groups on the basis of annual revenue amounts. The 

groupings were established as follows: (1) small revenue 

firms earned $750 millions or less, (2) medium revenue firms 

earned more than $750 millions but not more than $3,000 

millions, and (3) large revenue firms earned over $3,000 

millions. Multiple discriminant analysis was employed to 

determine whether the size of an organization's annual 

revenue could be used to predict the composition and scope 

of its human resource planning system. Two discriminant 

functions were produced from the discriminant analysis 

procedure which account for 100 percent of the variance as 

given in Table IX. A chi-square test was applied to deter-

mine the significance of the discriminant power of the 
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functions. Both functions were significant (p < .10). 

These findings indicate that a significant relationship 

exists between the human resource planning practices of an 

organization and the size of its annual revenues. The null 

hypothesis must therefore be rejected. 

TABLE IX 

chi-sooare tests of the discriminant functions derived 
CHI s q o a ^ t e i ^ R E V E N 0 E size classifications 

(N = 121) 

Function 
Percent of 
Variance 

Wilks' 
Lambda 

Chi-
Squared 

D.F. Significance 

1 64.88 .127 179.00 118 .0002 

2 35.12 .434 72.47 58 .0957 

The results presented in this section provide insight 

into the human resource planning practices employed within 

certain industry classifications. The human resource plan-

ning practices of an organization were shown to be related 

to the primary industry classification of the respondent. 

Evidence was also given that the size of an organization 

influenced the nature and scope of its human resource plan-

ning system. Two size dimensions were tested: number of 

employees and annual revenues. These findings are discussed 

in greater detail in Chapter III. 
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In the next section, the results of factor analysis 

procedures are presented. Factor analysis addresses what is 

shared or held in common by groups within the sample whereas 

discriminant analysis identifies what is unique to a specific 

group or classification. The results of the factor analysis 

procedures are used to verify the applicability and utility 

of Walker's construct. 

Factor Analysis 

The data were factor analyzed using the factor programs 

in the Statistical Package for the Social Sciences (2) to 

verify Walker's construct for implementing and evaluating 

human resource planning systems. The objective of a factor 

analysis procedure is to represent a variable in terms of 

several underlying hypothetical constructs or factors. The 

process typically consists of three steps: (1) the prepara-

tion of a suitable correlation matrix, (2) the extraction of 

initial factors, and (3) rotation of the factors to a terminal 

solution. The selection of the proper correlation, factoring, 

and rotational methods is to a degree subjective; however, 

the nature of the data for this study suggested the methods 

used. 

To perform the factor analysis, the raw data were sub-

jected to a Spearman rank order correlation routine to 

prepare a coefficients matrix. The correlation coefficients 

were then factor analyzed using a principal factoring with 
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iteration method. The initial factors were rotated using an 

oblique rotational technique. An oblique rotation technique 

was selected due to the lack of certainty that the data were 

suitable for an orthogonal rotation. The relative small size 

of the sample precluded separate analyses by industry 

classification or by size. 

Based on eigenvalue size, amount of variance, and 

interpretability of results, seven factors were identified. 

Table X provides the eigenvalue size and the percent of 

variance for each factor. The factors identified accounted 

for 94.3 percent of the variance. The large percent of the 

variance covered by the seven factors is partially explained 

by the homogeneity of data. Each of the factors is explained 

more fully in the balance of this section. 

TABLE X 

EIGENVALUE AND PERCENT OF VARIANCE OF SEVEN FACTORS 
OBTAINED FROM THE FACTOR ANALYSIS PROCEDURE 

Factor Eigenvalue 
Percent of 
Variance 

Cumulative 
Percent 

1 8.16916 37.1 37 .1 

2 3.08790 14.0 51.2 

3 2.40733 10.9 62.1 

4 2.18646 9.9 72.0 

5 1.90899 8.7 80.7 

6 1.69860 7.7 88.4 

7 1.29855 5.9 94.3 
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The first factor contained sixteen items that were 

related. The seven items with the highest loadings are 

shown in Table XI. The content of these factors and the 

remaining factors suggest an integration of the more sophis-

ticated human resource planning methods with certain rudimen-

tary methods. The rudimentary placement and information 

variables included in Factor 1 represent essential building 

blocks of the more sophisticated methods included m the 

factor. Factor 1 is, therefore, labeled "Higher Level Human 

Resource Planning Practices." 

TABLE XI 

LOADINGS FOR FACTOR ONE—HIGHER LEVEL HUMAN 
RESOURCE PLANNING PRACTICES 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 

2 

34 

29 

Personal career progression 
plans used 
Judgment and personal con-
tacts for placement 

. 646 

.584 

3 28 Corporate level models . 578 

4 39 
Specific qualifications for 
assignments 

. 549 

5 35 Biographical data . 474 

6 32 Replacement charts . 4 4 2 

7 13 General economic conditions . 393 

The second factor contains nine items as shown m Table 

XII. The five variables with the highest loadings strongly 
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suggest the orientation of this factor toward the more 

sophisticated forecasting activities. The factor, there-

fore, has been named "Advanced Forecasting Techniques." 

While the last three variables given in Table XII are clearly 

associated with the first five variables, the variable 

identified as Response 29 is not an advanced forecasting tech-

nique. The occurrence of this variable indicates the strength 

of Response 29 within the data, but its meaning is unclear in 

terms of this factor. As the first five factors account for 

such a large portion of the variance, a legitimate solution 

to the problem could be had by reducing the number of items 

in Factor 2 to five. This alternative, however, would reduce 

the amount of the variance accounted for within the factor. 

The former solution is more expedient and defensible. 

TABLE XII 

LOADINGS FOR FACTOR TWO—ADVANCED FORECASTING TECHNIQUES 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 25 Goal programming .785 

2 27 Division level models .704 

3 24 Nonlinear programming .702 

4 26 Assignment models .677 

5 28 Corporate level models .544 

6 29 Judgment and personal contact .532 

7 23 Linear programming .492 

8 22 Delphi technique .407 

9 21 Ratio or trend analysis .281 
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The third factor contains eight items. The loadings 

are given in Table XIII. Six of the eight variables loading 

heavily on this factor are concerned with the forecasting of 

external human resource availability while two of the 

variables are not. The factor is entitled "Criteria to 

Evaluate External Labor Supply" to clarify the primary focus 

of this factor. The occurrence of the item ranked second 

reflects the strength of this variable within the data. 

TABLE XIII 

LOADINGS FOR FACTOR THREE—CRITERIA TO EVALUATE 
EXTERNAL LABOR SUPPLY 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 

2 

3 

4 

5 

6 

7 

8 

17 

19 

15 

16 

14 

18 

8 

13 

Competitive changes in existing 
markets 

Judgmental forecasts 

Government or regulatory 
restrictions 

Labor force composition 

Social and political factors 

Technological and productivity 
changes 

Performance appraisal data 

General economic changes 

- . 6 7 3 

- . 6 4 1 

- . 6 2 3 

- . 6 1 6 

- . 6 0 7 

- . 5 9 6 

- . 4 6 2 

- . 4 5 7 

The use of judgmental forecasts was consistently reported by 

respondents as a primary forecasting technique. The inclu-

sion of this variable suggests the close association between 
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the external assessment of human resources and the fore-

casting of internal requirements. The item ranked as number 

seven is an important criterion in analyzing future human 

resources available from within the organization. This fact 

may account for the association between this variable and 

the others contained in this factor. 

The fourth factor consists of five items as shown in 

Table XIV. The items loading most heavily on this factor 

are all employee testing and assessment methods used in 

more advanced human resource planning systems. The factor 

is appropriately entitled "Testing and Assessment. 

TABLE XIV 

LOADINGS FOR FACTOR FOUR—TESTING AND ASSESSMENT 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 46 Assessment center evaluation .707 

2 44 Personal and work values .585 

3 45 Career-vocational interest .572 

4 43 Personality trait assessment .490 

5 42 Intelligence-aptitude testing .445 

The highest loading is on the variable "Assessment Center 

Evaluation." Assessment centers frequently employ a battery 

of interest, aptitude, and personality measurement methods 

which may account for this occurrence. 
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Factor 5 consists of seven variables as shown in Table 

XV. The factor is entitled "Management Development Programs" 

to reflect the clustering of a number of supervisory and 

managerial development programs. Interestingly, the evalua-

tion of human resource planning, its overall adequacy, and 

the level of sophistication of the human resource information 

system are linked to management development. 

TABLE XV 

LOADINGS FOR FACTOR FIVE—MANAGEMENT DEVELOPMENT PROGRAMS 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 51 Professional conferences .744 

2 50 Management practices .726 

3 49 Supervisory skills .478 

4 58 
Evaluation of human resource 
planning 

.432 

5 59 
Overall adequacy and satisfaction 
of programs 

.426 

6 57 Human resource information system .424 

7 52 
Sabbaticals and exchanges with 
non-profit organizations 

.415 

The sixth factor identified contains ten factors. The 

variables and their respective loadings are given in Table 

XVI. On initial inspection the loadings appear to have 

little association. Closer inspection reveals an apparent 
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linkage between internal forecasting and techniques for 

selection and promotion from within the organization. 

TABLE XVI 

LOADINGS FOR FACTOR SIX—INTERNAL FORECASTING 
FOR INTERNAL SELECTION AND PLACEMENT 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 20 Staffing standards .650 

2 2 Projected organization changes .635 

3 8 Performance appraisal data .473 

4 3 Planned mission changes .466 

5 11 
Projected promotions and 
internal movements 

.456 

6 12 Productivity changes .455 

7 30 Job posting and bidding .439 

8 7 
Employees' education and 
experience information 

.433 

9 10 
Terminations and other attrition 
rates 

.385 

10 9 Employees' career interests .348 

To identify this linkage, Factor 6 is entitled "Internal 

Forecasting for Internal Selection and Placement." The 

variables contained in Factor 6 describe an inward looking 

human resource planning system. The variables with the 

highest loading is identified as "Staffing Standards." 

Staffing standards used within an industry or a corporation 



86 

in forecasting future human resource requirements frequently 

reflect an accepted level of manning based on past organiza-

tional patterns. The patterns are affected by changes in 

organizational structure, changes in mission, and changes 

in employee productivity. An inward looking human resources 

planning system would be equally affected by the movement of 

employees within the organization as these actions simulta-

neously create supply and vacancies within the organization. 

The seventh, and final, factor consists of eight items. 

Table XVII presents the variables loading predominately on 

Factor 7. The factor is entitled "Selection and Placement 

Practices in Advanced Planning Systems" as it reveals the 

interrelationships between advanced selection and placement 

practices and more sophisticated forecasting and development 

programs. The variables ranked as numbers 1, 5, and 6 are 

more complex selection and placement techniques. These 

techniques are dependent on an adequate source of information 

about employees' training, experience and career interest. 

Firms utilizing more sophisticated placement are more likely 

to employ advanced methods in such areas as development and 

forecasting. 

A comparison of the factor loadings for each of the 

seven factors is given in Table XVIII. Forty—five of the 

fifty-four variables are included in the loadings shown in 

Tables XI through XVII. Only eight of the variables loaded 
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on two factors. No variable is shown in Table XVIII as 

loading on more than two of the factors. 

TABLE XVII 

LOADINGS FOR FACTOR SEVEN—SELECTION AND PLACEMENT 
PRACTICES IN AN ADVANCE PLANNING SYSTEM 

Rank 
Order 

Response 
Number 

Description 
Factor 
Loadings 

1 33 
Career path information 
matched with employee data 

-.787 

2 41 
Psychological assessment 
information 

-.442 

3 1 Projections by managers -.437 

4 35 Biographical data -.395 

5 32 Replacement charts -.334 

6 34 
Personal career progression 
plans used 

-.324 

7 23 Linear programming -.322 

8 52 
Sabbaticals and exchanges with 
non-profit organizations 

-.316 

The factor analysis procedures presented in this section 

support Walker's construct for implementing and evaluating 

human resource planning systems. The factors developed 

encompass the major elements described by Walker with the 

exception of the "human resource information" element. The 

absence of a factor encompassing information variables is, 

in part, explained by the frequency with which information 

variables appear in the seven factors developed. 
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TABLE XVIII 

COMPARISON OF THE QUESTIONNAIRE ITEMS LOADING ON EACH OF 
SEVEN HUMAN RESOURCE PLANNING FACTORS 

Factor Loadings 
Questionnaire Item 1 2 3 4 5 6 7 

1 Projections by managers * * * * * * -.44 

2 Projected organization 
changes * * * * * .64 * 

3 Planned mission changes * * * * * .47 * 

7 Employees1 education 
and experience 
information * * * * * .43 * 

8 Performance appraisal 
data * * -.46 * * .47 * 

9 Employees1 vocation 
and career interests * * * * * .35 * 

10 Terminations and other 
attrition rates * * * * * .39 * 

11 Projected promotions 
and internal move-
ments * * * * * .46 * 

12 Productivity changes * * * * * .46 * 

13 General economic con-
ditions .39 * -.46 * * * * 

14 Social and political 
factors * * -.61 * * * * 

15 Government or regula-
tory restriction * * -.62 * * * * 

16 Labor force composition L * * -.62 * * * * 

17 Competitive changes in 
existing markets * * -.67 * * * * 

18 Technological and pro-
ductivity changes * * -.60 * * * * 
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Questionnaire Item 
Factor Loading 

Questionnaire Item 
1 2 3 4 5 6 7 

19 Judgmental forecasts * * -.64 * * * * 

20 Staffing standards * * * * * .65 * 

21 Ratio or trend 
analysis * .28 * * * * * 

22 Delphi technique * .41 * * * * * 

23 Linear Programming * .49 * * * * .32 

24 Nonlinear programming * .70 * * * * * 

25 Goal programming * .79 * * * * * 

26 Assignment models * .68 * * * * * 

27 Division level models * .70 * * * * * 

28 Corporate level models .58 .54 * * * * * 

29 Judgment and personal 
contacts .58 .53 * * * * * 

30 Job posting and bidding * * * * * .44 * 

32 Replacement charts .44 * * * * * -.33 

33 Career path informa-
tion matched with 
employee data * * * * * * -.79 

34 Personal career pro-
gression plans used .65 * * * * * -.32 

35 Biographical data .45 * * * * * -.40 

39 Specific qualifications 
for assignments .55 * * * * * * 

41 Psychological assess-
ment information * * * * * * -.44 

42 Intelligence and 
aptitude testing * * * .45 * * * 
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TABLE XVIII—Continued 

Questionnaire Item 
Factor Loading 

Questionnaire Item 
1 2 3 4 5 6 7 

44 Personal and work 
values * * * .59 * * * 

45 Career and vocational 
interests * * * .57 * * * 

46 Assessment center 
evaluation * * * .71 * * * 

49 Supervisory skills 
classes * * * * .48 * * 

50 Management practices * * * * .73 * * 

51 Professional con-
ferences * * * * .74 * * 

52 Sabbaticals and 
exchanges with non-
profit organizations * * * * .42 * -.32 

57 Human resource system * * * * .42 * * 

58 Evaluation of human 
resource planning * * * * .43 * * 

59 Overall adequacy 
and satisfaction 
of programs * * * * .43 * * 

Chapter Summary 

This chapter describes the methodology used in this 

research and presents the findings. Primary and secondary 

data were used in this study. The primary data were obtained 

through the use of a questionnaire sent to 565 selected 

corporations in the United States. A total of 123 
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questionnaires were returned. The sample was grouped into 

eleven industrial classifications which represent fifty-seven 

original classifications within the sample. The sample cor-

porations ranged in size from 414 employees to 341,279 employ-

ees and revenues of $30 millions to $34,364 millions. The 

frequency of responses was tabulated for each of the fifty-

nine responses established from the questionnaire. The mean, 

median and mode values for the total sample population were 

compared against similar values for small, medium, and large 

corporations. The responses given by respondents in each of 

the three categories were notably alike. The three null 

hypotheses were tested using a discriminate analysis procedure 

and were rejected. The data were factor analyzed using a 

principal factoring with iteration method. Seven factors 

were identified that accounted for 94.3 percent of the 

variance. The factor loadings for each of the seven factors 

are given in Tables VII through XII. Forty-five of the fifty-

nine variables were identified as loading on one or two of 

the factors. No variable loaded on more than two factors. 

An analysis of the data presented in this chapter is 

given in Chapter III. The analysis focuses on the problem 

of selecting an optimum combination of techniques, methods, 

and practices when implementing or modifying a human 

resource planning system. Secondary data obtained from the 

relevant literature are used to support and clarify the 

findings of this research. 
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CHAPTER III 

ANALYSIS OF THE FINDINGS 

Introduction 

This chapter presents an analysis of the research find-

ings given in Chapter II. The primary data were obtained 

from 123 questionnaires representing fifty-seven industry 

classifications. Only corporations based in the United 

States were invited to participate in the study. The 

respondent firms have annual revenues ranging from a low of 

$30 millions to a high of $34,364 millions. The organiza-

tions in the sample employ between 414 and 341,279 employees, 

The sample encompasses a representative cross section of 

domestic corporations. 

A Review of the Purpose and 
~~ Statistical Methods 

The purpose of the research was twofold: first, to 

determine whether selected organizational characteristics 

influenced the nature and scope of the human resource plan-

ning practices utilized by an organization; and two, to 

investigate James Walker's (8) typology for implementing 

and evaluating human resource planning systems. Walker 

classifies human resource planning practices into three 

major elements: forecasting, programming, and evaluation. 

93 
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Each element is divided into four progressive levels of 

sophistication in planning techniques and programs. To 

achieve the primary objective of the research, three null 

hypotheses were developed and tested. The three hypotheses 

tested follow. 

Hypothesis 1.—The human resource planning practices 

of an organization are not related to its primary industry 

classification. 

Hypothesis 2.—The human resource planning practices 

of an organization are not related to the number of employees 

of the organization. 

Hypothesis 3_.—The human resource planning practices 

of an organization are not related to the size of its annual 

revenue. 

A standard statistical computer program package was used to 

analyze the raw data. The data were subjected to statistical 

measures of central tendency, discriminant analysis, and 

factor analysis. The three hypotheses were tested using a 

discriminant analysis procedure and were rejected. The 

measures of central tendency applied were limited to computa-

tions of mean, median, and mode values. Factor analysis was 

performed to assist in the validation of Walker's construct. 

The factor analysis was accomplished through the use of a 

correlation coefficient matrix developed by the Spearman 

rank-order method. The results of the statistical methods 

employed to evaluate the data are provided in Chapter II. 
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Organization of the Chapter 

This chapter is divided into four sections. The first 

section is devoted to an examination of the results of the 

measures of central tendency used to evaluate the raw data. 

The results provide a profile of the human resource plan-

ning practices of the respondent corporations. The results 

are compared to Walker's typology to determine the level of 

sophistication represented by the practice listed. The 

second section assesses the effect of size on the nature and 

scope of an organization's human resource planning system. 

The third section provides a similar assessment of the 

influence that industry classification has on the human 

resource planning practices of corporations within the 

industry. The last section is an evaluation of the findings 

of the factor analysis procedure. These findings provide 

additional insight into the quality of Walker's typology. 

An Analysis of the Sample Responses 

The mean, median, and mode values computed for each of 

fifty-nine questionanire items are given in Table IV of 

Chapter II. The measures given represent the opinions of 

117 of the 123 respondents in the sample population. Six 

questionnaires were omitted because they did not have 

complete data. The data given in Table IV indicate the 

level of importance the respondents associate with each of 

the human resource planning techniques, practices, and 
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information sources given in the questionnaire. A value of 

1.0 denotes the item is of "No Importance" in the human 

resource planning process of the respondent's organization, 

while a value of 4.0 indicates the item is of "Significant 

Importance." The findings presented in Table IV provide 

insight into the level of sophistication found in the human 

resource planning programs of a representative cross section 

of corporations. 

A Profile of the Human Resource Planning 
Systems of the Respondent Firms 

Human resource planning practices considered to be of 

"Moderate Importance," as indicated by a median of 3.0 or 

greater, were selected from Table IV. The selected items 

are given in Table XIX. Included in Table XIX following 

each description is the stage of Walker's construct in 

which the item appears. The level of sophistication of the 

items can be judged from the stages indicated. Stage I 

contains rudimentary human resource planning practices 

while the most sophisticated programs are found in Stage IV. 

As given in Table XIX, the practices and techniques 

identified by the respondents as having the greatest 

importance fall within Walker's two lowest stages. These 

findings suggest a dependence by the respondent corporations 

on "judgment" techniques in both forecasting and placement 

activities. The importance attributed to affirmative action 

planning goals and to government or other regulatory 
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TABLE XIX 

A COMPARISON OF SELECTED QUESTIONNAIRE ITEMS TO WALKER'S 
FOUR-STAGE TYPOLOGY OF HUMAN RESOURCE PLANNING 

(N = 117) 

Response 
Number 

Item Description 
Walker1s 
Stage 

Sample 
Median* 

Forecasting Criteria 

1 Projections by managers I 3.6 

2 Projected organization changes II 3.2 

3 Planned mission changes II 3.6 

5 Planning criteria and budget 
limits II 3.6 

Data Used to Analyze Internal Labor Resources 

7 Employees1 education and 
experience information I 3.5 

8 Performance appraisal data II 3.3 

11 Projected promotions III 3.1 

Data Used to Analyze External Labor Resources 

17 Competitive changes in 
existing markets III 3.1 

18 Technological and produc-
tivity changes III 3.1 

Forecasting Techniques and Models 

19 Judgmental forecasts I 3.4 

Selection and Placement Practices 

29 Judgment and personal 
contacts I 3.9 
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TABLE XIX—Continued 

Response 
Number Item Description Walker's 

Stage 
Sample 
Median* 

Database Information 

35 Biographical data I 4.0 

36 Personal education I 4.0 

37 Performance appraisal ratings II 3.9 

38 Employee potential II 3.0 

39 Specific qualifications for 
assignments II 3.0 

Training and Development Methods 

47 On-the-job training I 4.0 

48 Classroom-vestibule technical 
training II 3.8 

49 Supervisory skills classes II 3.8 

50 Management practices II 3.7 

51 Professional conferences III 3.7 

•Scoring for response number 1 through 54, 56, 57, and 
59 range from 1 through 4; scoring for response number 55 
ranges from 1 through 3; and scoring for response number 58 
ranges from 1 through 5. 

agencies in the forecasting process is not as great as the 

literature would suggest. The findings of this study confirm 

the findings of Rowland and Summers (7) that human resource 

forecasting and modeling techniques are given low priority 

in most organizations. 
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In Table XX below, Alpander (1, p. 29) provides a 

ranking of the human resource planning techniques used by 

major corporations. Alpander's findings are consistent with 

the findings of this study. 

TABLE XX 

FREQUENCY OF USE OF HUMAN RESOURCE PLANNING TECHNIQUES 
FOUND BY ALPANDER IN 195 MAJOR CORPORATIONS 

Planning Technique Mean Ranking* 

Audit of Key Positions 1.6 

Manning Tables 3.0 

Expert Estimate 3.2 

Trend Projection 3.4 

Skills Inventory 3.6 

Job Analysis 3.7 

Modeling, Multiple Predictive Techniques 3.8 

Delphi 4.6 

*Most frequently used = 1; Least frequently used = 5. 
Source: Guvenc G. Aplander, "Human Resource Planning in 
U.S. Corporations," California Management Review, 22 (Spring, 
1980), 29. 

As shown in Table IV, the respondent firms are most 

concerned with managing the internal labor resource with 

less attention given to external labor market forces. The 

human resource information systems capture a comprehensive 

amount of information about employee qualifications; how-

ever, the information is not used to support more 
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sophisticated selection and placement procedures. Manage-

ment judgment and personal contacts are deemed most 

important in the identification of applicants for current 

and future position vacancies. 

Among the results given in Table IV of Chapter II that 

should be noted is the degree of importance placed on train-

ing and development. The focus on training and development 

found in this study is interesting in light of (1) the lack 

of importance placed on employee assessment methods and (2) 

the lack of consideration given employee career and voca-

tional preference information in the selection and placement 

process. 

The results of this study suggest that human resource 

planning is not the well developed management process 

described in the literature review given in Chapter I. The 

techniques, practices, and programs utilized in the typical 

corporate organization are not very sophisticated. The 

findings of this study parallel the findings of Butensky 

and Harari (2). In a study of twelve major corporations in 

the San Francisco Bay area, Butensky and Harari (2) dis-

covered a substantial difference between the optimal human 

resource planning system described in the literature and 

the systems used by the corporations in their study. The 

optimal model developed for their study focused on employee 

career planning, developmental planning, and the integration 

of the organization's human resource forecasting system and 
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its strategic business planning system. The model system 

incorporated regular dialogue between an employee and his 

supervisor or career counselor. The same employee-centered 

orientation is alluded to in the practices listed in Stages 

III and IV of Walker's construct. The findings of this 

study, like those of Butensky and Harari, question the 

practicality of employee-centered techniques and practices. 

In the next section, the practicality of using measures of 

organization size to select appropriate planning techniques 

is examined. 

The Relationship of Organization Size to 
Selected Human Resource Planning 

Practices 

The effect of organization size of the human resource 

planning practices of an organization is frequently cited 

in the general literature. In most cases, however, little 

factual data are given to support this assertion. This 

study addresses the question of the impact of organization 

size across a broader range of human resource planning 

program areas than any other study found. The balance of 

this section is devoted to an analysis of the data 

developed in conjunction with this portion of the research. 

Discussion of the Hypotheses Addressing the 
Relationship Between Organization Size and 

the Use of Selected Human Resource 
Planning Practices 

Two of the research hypotheses address the effect of 

organization size on the nature and scope of an organization's 
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human resource planning methods. Two measures of organiza-

tion size were tested: (1) the number of employees and (2) 

the amount of annual revenue. The sample population was 

divided into small, medium, and large firms based on the 

number of employees of each organization to test Hypothesis 

2. To test Hypothesis 3, the sample population was again 

divided into small, medium, and large firms based on the 

amount of each organization's annual revenue. 

Tests of the two hypotheses indicate that there is a 

significant relationship between the human resource planning 

practices of an organization and its employee and revenue 

levels. The hypotheses were tested using a discriminant 

analysis procedure. The results of the tests are given in 

Tables VIII and IX in Chapter II. 

Test of Hypothesis Two.—Table VIII presents the chi-

square tests of significance of the two discriminant func-

tions developed to test Hypothesis 2. The first function 

accounts for 55.9 percent of the variance with the balance 

of the variance, 44.08 percent, being accounted for by the 

second function. The chi-square tests for both functions 

indicate the strength of the relationship tested. The 

significance of the first function (p = .0013) and that of 

the second function (p = .0381) confirm that organization 

size is a predictor of the human resource planning practices 

that an organization will adopt. 
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Test of Hypothesis Three.—Table IX gives the results 

of the discriminant analysis procedure used to test the 

hypothesis that the size of an organization's revenue is a 

predictor of the nature and scope of its human resource 

planning process. The first function developed by the 

statistical procedure accounts for 64.88 percent of the 

variance with the second function accounting for the balance 

of the variance of 35.12 percent. The significance level of 

the first function is given as p = .0002. This finding 

indicates the existence of a stronger relationship between 

revenue size and human resource planning practices than 

exists between employee count and the same practices. The 

strength of the first function and the percent of the 

variance for which it accounts may contribute to the lower 

significance level computed for the second function (p = 

.0957) . 

Employees or revenue size.—Although the question of 

whether the size of an organization affects the composition 

of its human resource planning programs has been answered, 

the utility of the information developed to test the ques-

tion is of little use to the practitioner. In the next 

section, more detailed information is given regarding the 

techniques and programs used by small, medium, and large 

firms. Since the results of the discriminant analysis 

procedure indicate that both measures of organization size 
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are effective predictors of differences in human resource 

planning programs, only one criterion of size is used in 

the following analysis. 

Conclusions Relating Organization Size to 
Specific Human Resource Planning 

Techniques and Programs 

To determine the effect that organization size had on 

the responses given by the respondent corporations, the 

data were classified into three groups based on the number 

of employees within the organization. Firms having less 

than 2,500 employees were classified as "small," firms 

employing 2,500 to 15,000 employees were classified as 

"medium," and firms having more than 15,000 employees were 

classified as "large." The small firm category contains 

only 17 corporations while the medium and large firms each 

contain 50 firms. The smallest firm employed only 414 

individuals and the largest employed 341,279. 

A total of 117 questionnaires having complete informa-

tion were subjected to statistical tests to determine the 

mean, median, and mode value for each of the fifty-nine 

items listed on the questionnaire. The resulting measures 

are given in Table V in Chapter II. The findings presented 

are consistent with the findings of a number of published 

studies. 

Effects on forecasting.—Greer and Armstrong (4, p. 71-

72) determined that firm size was significantly correlated 



105 

with the use of sophisticated long-range forecasting although 

almost all firms employ relatively unsophisticated techniques 

for short-term forecasting. The impact of size on the 

importance of various forecasting methods is shown in Table 

V. The results of this research confirm the findings of 

Greer and Armstrong. The two most rudimentary forecasting 

techniques "Judgmental Forecasts" and "Staffing Standards," 

are employed within all three firm classifications. The 

larger firms have consistently higher median scores on six 

of the ten forecasting techniques listed. The most sophis-

ticated modeling techniques are deemed less important by all 

groups but follow the same progressive increase in median 

scores. 

The findings of Kahalas and others (5, p. 64) also 

confirm the dependence of major corporations (Fortune 200 

firms) on relatively unsophisticated forecasting and place-

ment methods. They report that only 12.9 percent of the 

firms employed "Computer Simulations," 3.5 percent used 

"Linear Programming," and 1.2 percent utilized "Delphi Fore-

casts." These figures parallel the median values of large 

firms for items 27, 28, 23, and 22 respectively given in 

Table V. 

Selection and placement methods.—In addition to their 

findings on forecasting, Kahalas and his associates found 

that 68.2 percent of the firms surveyed, "regularly" used 
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replacement charts and 49.4 percent used skills inventories 

(6, p. 64). These findings are consistent with the median 

values reported for items 32 and 31, respectively, shown in 

Table V. 

Alpander (1, pp. 27-28) found that executive succession 

planning was employed by almost all of a group of 195 firms 

drawn from a list of the 1000 largest corporations in the 

United States. He notes that executive succession is closely 

tied to career planning in the largest firms but to retirement, 

resignation, and personnel actions in smaller firms. As shown 

in Table V, each succession planning and each career planning 

technique is identified as being more important for larger 

firms, while "job posting and bidding" is more important for 

small firms. Additionally, Alpander reports that the size 

of a corporation's workforce is a determinate of the time 

span covered by the succession planning process. Firms having 

more than 8000 employees are more likely to utilize a six to 

ten year planning period than are smaller firms. 

Human resource information.—The type and quantity of 

information collected for use in the human resource planning 

process appears to be effected by the size of the organiza-

tion. Larger organizations appear to place greater importance 

on information gathering and its uses than do smaller firms. 

In forecasting the availability of internal personnel 

resources, large firms place greater importance on employee 
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demographic data, education and experience information, and 

personnel actions that affect attrition rates for the 

organization. As shown for items 35, 36, and 37, however, 

all organizations maintain certain common employee informa-

tion. The largest firms tend to utilize more in-depth 

information about employee qualifications and job preferences 

than do smaller firms. Since the larger firms place more 

importance on sophisticated succession planning and placement 

techniques, they have a greater use for comprehensive human 

resource information systems. 

Perceived need for human resource planning.—Greer and 

Armstrong (4, p. 76) evaluated the strength of the relation-

ship between measures of perceived human resource planning 

importance and firm size. They found little relationship 

exists between these two variables. The low median scores 

for item 59 in Table V for small, medium, and large firms 

tend to support the findings of Greer and Armstrong. 

The findings presented in this section establish that 

organization size, as measured either by the number of 

employees within an organization or by annual revenue amounts, 

can be used to determine the types of techniques that may be 

used effectively by organizations of a given size. Caution 

should be taken in interpreting the findings presented, 

however, as the size parameters for small, medium, and large 
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firms were subjectively established. The use of different 

parameters may affect the results obtained. 

Relationship of Industry Characteristics 
on Human Resource Planning Programs of 
Selected Industry Classifications 

The literature review given in Chapter I contains ample 

references to the influence of organizational characteristics 

on the selection and implementation of human resource plan-

ning practices. Characteristics such as (1) organization 

type, (2) the maturity of the organization, and (3) the 

value structure of the organization were identified in the 

literature. Each of these characteristics is, in part, 

related to the primary industry classification in which the 

corporation operates. Although numerous articles state 

that the human resource planning process is affected by the 

industry classification, the factual evidence is scarce. In 

the balance of this section, the findings of this study 

regarding the influence of industry classification on human 

resource planning systems are discussed. 

Discussion of the Hypothesis Addressing the 
Relationship Between Industry 
Classification and Use of 
Selected Human Resource 

Planning Practices 

The question of whether a firm's primary industry 

classification influences the nature and scope of its human 

resource planning process was tested as Hypothesis 1 of 

this study. To test the hypothesis, 121 respondents from 
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the sample population were classified into eleven industry 

classifications prepared for this study. Discriminant 

analysis was used to test whether one or more of the eleven 

industry classifications could be differentiated when placed 

in a dichotomous relationship with the remaining respondents 

in the larger sample. The results of the discriminant 

analysis procedure are given in Table VII. As shown, four 

of the eleven industry classification discriminant functions 

were found to be significant (p < .10). The findings reject 

the null hypothesis that the human resource planning 

practices of an organization are not related to its primary 

industry classification. 

The four industry classifications identified by the 

discriminant analysis procedure are (1) Agri-Business and 

Food Processing, (2) Computers and Communication Services, 

(3) Retail, and (4) Utilities. The percent of cases properly 

classified by the discriminant function is also given in 

Table VII. As shown, a function may be capable of properly 

classifying most of the respondents in the correct popula-

tion and yet not withstand an appropriate chi-square test. 

The strength of the discriminant functions for "Forest 

Products" and "Mining, Oil and Chemicals" in classifying 

98.4 and 99.2 percent, respectively, suggests that the 

significance of these two functions may have increased if 

the sample size had been larger. 
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The results obtained from the discriminant analysis are 

subject to two major criticisms: first, the sample sizes 

for each industry are small, and second, the respondents 

placed in each of the eleven industry classifications are 

not completely homogeneous. Although these criticisms are 

correct, every effort was taken to properly classify the 

respondents into groups possessing basically the same 

organization characteristics. The capacity of the statisti-

cal methods to develop a significant function for four of 

the groups suggests a greater potential for differentiation 

may exist among organizations of the same size which are 

engaged in exactly the same business activities. The 

discriminant functions for each of the four industry 

classifications are given in the appendix. The techniques 

and programs having significant discriminant power (p < .10) 

are given for each industry. The discriminant function 

coefficients reflect the relative contribution of the 

associated technique. The univariate F-ratio and significance 

level shown for each item was determined for the computed 

value of Wilks' lambda. This information provides additional 

insight into the human resource planning systems typically 

employed within a given industry classification. 

In the next section more detailed information is given 

regarding the techniques and programs deemed important within 

an industry classification. The information given provides 

a profile of the human planning systems used by firms within 
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the industry. The findings are compared against other 

published data on the subject. 

Conclusions Relating Industry Classification 
to Specific Human Resource Planning 

Techniques and Programs 

Each of the eleven industry classifications were sub-

jected to standard statistical measures of central tendency. 

The results of the procedures are, in part, given in Table 

VI in Chapter II. Table VI contains the median value 

computed for each questionnaire item for each of the eleven 

industry classifications. An examination of the median 

values provides information regarding the practices that 

are considered most important within an industry. 

Industry effect on forecasting.—Frantzreb suggests 

that situational characteristics, such as those associated 

with certain industries, negate the use of forecasting tech-

niques. He contends that organizations having a good deal 

of flexibility in their staffing practices find less need 

for forecasting. More specifically, he states, " . . . the 

precision required in a demand forecast diminishes to the 

extent that there is flexibility in your workforce, and to 

the extent that people are mobile, multi-skilled, easily 

hired, etc."(3, p. 851). Frantzreb's contention is supported 

by the industry medians given in Table VI. Highly sophisti-

cated forecasting methods (goal programming and computer 

modeling) are considered most important in the high 
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technology corporations engaged in computer and communication 

equipment manufacture, sales, and services. Heavy manufactur-

ing, mining and chemical processing, and retail operations 

place greater weight on judgmental forecasts. A more compre-

hensive assessment of the impact of industry classification 

on the human resource planning practices of organizations is 

provided below. 

Organization type and industry classification.—Koenig 

and Pierson (7) described three types of organizations and 

the human resource planning systems best suited to each. 

The three organization types, identified as (1) a machine 

bureaucracy, (2) an adhocracy, and (3) a multidivisional 

form, were characterized in Chapter I. Each of the three 

types of organizations is typified by one or more of the 

industry classifications developed for this study. The 

following industry classifications best characterize each 

organization type. 

Machine 
Bureaucracy ->• - > -y 

Adhocracy 

Multidivisional 
Form 

Heavy 
Manufacturing 

Railways, Construction, 
and Conglomerates 

Computer and Communication 
Service 

Fig. 3—Comparison of the three organization types of 
Koenig and Pierson to the appropriate industry classifica-
tion of this study. 
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Koenig and Pierson state that human resource planning is 

highly mechanized in machine bureauracies. These organiza-

tions require more elaborate data base management methods to 

support their mechanized systems. The primary source of 

labor to meet planned needs is from within the firm. A 

policy of "promotion from within" demands the use of per-

formance evaluations, development programs, and succession 

planning. 

The median scores given for Industry 5 in Table VI 

support the statements of Koenig and Pierson. Particular 

note should be given to the median scores for items 7, 8, 

11, 37, 38, 54, and 57 as they compare to the other industry 

classifications given in this table. 

An adhocracy, in contrast to a machine bureaucracy, 

employs data bases that are not very elaborate. Human 

resource planning in an adhocracy tends to include a greater 

emphasis on qualitative rather than quantitative data. 

Forecasting human needs is seen as an integral part of the 

business strategy formulation process. The medians for 

Industry 3 in Table VI tend to support the conceptualization 

for high technology industries given by Koenig and Pierson. 

Attention should be given to items 8, 9, 31, 32, 38, 54, and 

57. The results given for items 26, 27, and 28, however, 

should not be construed as refuting Koenig and Pierson. 

The corporations included in Industry 3 have greater access 
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to computers and computing expertise. The level of computer 

modeling employed may reflect an attempt by these organiza-

tions to facilitate business planning and human resource 

forecasting to remain competitive in a dynamic market 

environment. 

The last organization type, the multidivisional form, 

is described by Koenig and Pierson as a hybrid of the first 

two types. Corporate human resource planners focus on 

maintaining a ready supply of managers to head newly acquired 

or established divisions. To accomplish this task, human 

resource planning includes programs for assessing and track-

ing potential managers and providing them with adequate 

development opportunities. The predictions of Koenig and 

Pierson cannot be supported by the results given for Industry 

8 in Table VI but can be supported by examining the median 

scores for items 32, 33, 34, 38, 39, 40, 50, and 51 for "large" 

firms given in Table V. Koenig and Pierson define the multi-

divisional form as consisting of "Fortune 500" firms. The 

firms included in the "large" classification of Table V more 

accurately fulfill this criterion of size. 

The question of whether organizations within a given 

industry adopt similar human resource planning practices 

was tested. The findings indicate that industry classifica-

tion could be used to predict the responses of four of the 

eleven industry classifications within the study. The 

median values reported for each questionnaire item were 
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compared among the industry classifications. The results 

provide a profile of the human resource planning techniques 

and practices considered to be important components of the 

human resource planning systems of organizations within each 

industry. The findings of this study are consistent with 

the literature. 

In the next section, the question of whether James 

Walker's typology is a viable guide for implementing and 

evaluating human resource planning systems is addressed. 

The results of the factor analysis procedure, which was 

used to evaluate Walker's typology, is discussed. Evalua-

tion of Walker's work is a secondary objective of this 

research. 

An Examination of Walker's Construct 

Walker (8) provides a tool for evaluating the human 

resource planning practices and programs of an organiza-

tion. He classifies a list of human resource planning 

methods and techniques into three major elements: fore-

casting, programming, and evaluation. Each element is 

organized into four evolutionary stages of sophistication. 

An objective of this research was to determine the quality 

of Walker's typology. 

An Evaluation of the Results 

To evaluate Walker's model, the data were subjected to 

a factor analysis procedure using a standard statistical 
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computer program package. The purpose of the procedure was 

to determine whether the practices and methods given in each 

stage of the typology would cluster together. If each 

practice or technique is related, as the construct suggests, 

clustering of similar techniques should occur. Walker warns 

that normative progression from one stage to the next should 

not be presumed. An organization may move from the lowest to 

the highest level of sophistication without implementing the 

intervening stages. Likewise, an organization may adopt a 

different level of sophistication for any single element. 

An organization, therefore, may employ rudimentary recruit-

ment planning methods while maintaining an advanced human 

resource information system. The flexibility in programs 

described by Walker did not appear to prevent the factor 

analysis procedure from grouping techniques within a given 

element. 

A Discussion of the Factors Developed 

The factor analysis procedure produced eight factors 

from which seven useable factors were obtained. The eigen-

values and the percent of variance attributed to each factor 

is given in Table X. Tables XI through XVII contain the 

loadings for each factor. As predicted, the factor analysis 

produced a factor for each of the major human resource pro-

gram areas. A separate factor did not occur for information 

systems, although a number of the factors include informa-

tion resources. 
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The loadings on Factor I, Higher Level Human Resource 

Planning Practices, suggest a relationship exists between 

the rudimentary and advanced techniques which is not alluded 

to by Walker. Such practices as "personal judgment and con-

tacts" remain important in the placement process at each 

stage. Apparently, the four stages of the typology are not 

discrete but are cumulative for certain practices. The 

basic techniques form a foundation for the more sophisticated 

programs. 

The clustering of the more sophisticated forecasting 

techniques is demonstrated by Factor II, Advanced Forecasting 

Techniques. The inclusion of item 29 may have occurred as a 

result of the degree of importance placed on "judgment and 

personal contact" in the selection and placement process. 

The expected clustering of all training items did not 

occur. Only the management development programs are 

identified by Factor V, Managerial Development. Interestingly, 

the loadings suggest an association exists between management 

development and three other program areas: (1) the human 

resource evaluation process, (2) perceived satisfaction with 

the system, and (3) the quality of the human resource infor-

mation system. 

Factor VI, Internal Forecasting for Internal Selection 

and Placement, provides insight into the relationship 

between techniques for monitoring the internal supply of 

personnel and utilizing these resources. Omitted from the 



118 

major factor loadings is "employee demographic data." As 

employee age is important in forecasting retirements, the 

absence of this variable suggests the low priority given 

to retirement planning. 

A Comparison of the Factor Loadings 

Table XVIII provides a comparison of the loadings for 

each of the seven factors. Although no item loaded on more 

than two factors, an inspection of Table XVIII reveals that 

questionnaire items 4, 5, 6, 31, 36, 37, 38, 40, 47, 48, 53, 

54, 55, and 56 did not load heavily on any factor. An 

examination of Table IV shows that all but four of these 

fourteen items have mean values above 2.5. Items 36, 37, 

47, and 48 have means above 3.8. These findings suggest 

that the importance placed on these items by the respondents 

is not consistent with the other responses given. 

The results of the factor analysis generally support 

Walker's typology. The findings suggest that the stages 

are not discrete but frequently cumulative. Rudimentary 

practices are integral components of the most advanced 

systems. Although, an organization may employ the most 

sophisticated forecasting and placement programs, basic 

techniques, such as "management judgment," remain viable 

methods. 
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Chapter Summary 

This chapter presents an analysis of the research 

findings. The primary data for the study were obtained 

from 123 questionnaires representing 57 industry classifica-

tions. The sample population provided a representative 

cross section of domestic corporations. The results of this 

study suggest that human resource planning is not as well 

developed as suggested by the literature. The techniques, 

practices, and programs utilized by the respondents are not 

very sophisticated. The findings of this study parallel 

those of Butensky and Harari (2). Walker's typology appears 

to place too much emphasis on employee-centered career plan-

ning practices. The findings question the practicality of 

using employee-centered techniques within domestic corpora-

tions as a group. 

This research has established that organization size, 

as measured by number of employees or by annual revenues, 

can be used to determine the human resource planning tech-

niques that will be most effective. Additionally, the 

question of whether organizations within a given industry 

tend to adopt similar planning practices was confirmed. 

These findings are significant in planning future studies 

to determine specific techniques and practices to be used 

by organizations possessing common characteristics. 

In the next chapter, the conclusions drawn from this 

research are presented. Implications for future studies 
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are provided along with recommendations to improve the 

results obtained. 
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CHAPTER IV 

CONCLUSIONS AND IMPLICATIONS 

Introduction 

Human resource planning has received a growing amount 

of attention during the past twenty years. The importance 

of human resource planning and the benefits to be derived 

from the process are generally acknowledged by executive 

managers. However, the practicality of human resource plan-

ning has not been clearly established. This research 

addresses the problems confronting management personnel in 

selecting and implementing effective human resource planning 

systems. A summary of the research methodology and findings 

are presented in this chapter. Conclusions and implications 

for further research are also given. 

A Review of the Purpose 

The purpose of the research was twofold. The first part 

was devoted to testing Walker's assertion that the human 

resource planning process of an organization is influenced 

by selected organizational characteristics. The second part 

was to investigate Walker's (10) typology for implementing 

and evaluating human resource planning systems. To achieve 

the purpose of the research, a cross section of corporations 

operating in the United States was selected. The criteria 
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and procedure used in selecting the sample population is 

described in Chapter II. 

The Questionnaire 

Questionnaires were sent to 565 corporations fulfilling 

the criteria established for participation in the study. A 

total of 123 questionnaires were returned. The questionnaire, 

as shown in Appendix B, consists of four pages. The request 

letter was incorporated into the questionnaire to facilitate 

the identification of the respondents. The name of the 

respondent was required to obtain standardized information 

from a nationally recognized financial reporting service. 

The questionnaire is divided into three parts. Each 

part contains similarly styled questions. Part I consists 

of Likert-form questions designed to obtain information on 

the use and the degree of importance given to each of the 

human resource practices and techniques listed. Part II of 

the questionnaire contains questions soliciting information 

regarding the content of the human resource information 

system, the employee assessment and testing methods used, 

and the training and development programs of the organiza-

tion. Part III of the questionnaire assesses the level of 

sophistication of major components of the human resource 

planning process and the degree of satisfaction associated 

with the process as a whole. 
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The Sample Population and Composition 

The sample population includes 123 domestic corporations 

representing fifty-seven industry classifications. The 

primary industry classification, the number of employees, and 

the annual revenue of each respondent were obtained from 

Moody's Investors Fact Sheets (8). The primary industry 

classifications of the respondents were combined to form 

eleven classifications suitable for this research. The 

sample includes firms ranging in numbers of employees from 

414 to 341,279 with annual revenues ranging from $30 millions 

to $34,364 millions. The sample was divided into subgroups 

to fulfill the purpose of the study. Complete information 

regarding the composition of the sample population is given 

in Chapter II. 

Conclusions 

To achieve the objectives established for this research, 

three null hypotheses were formulated. 

Hypothesis One.—The human resource planning practices 

of an organization are not related to its primary industry 

classification. 

Hypothesis Two.—The human resource planning practices 

of an organization are not related to the number of employees 

of the organization. 

Hypothesis Three.—The human resource planning practices 

of an organization are not related to the size of its annual 

revenue. 
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Each hypothesis was tested using a discriminant analysis 

procedure and was rejected (p < .10). The results of this 

research confirm Walker's assumptions regarding the influence 

of selected organizational characteristics on the human 

resource planning practices of an organization. Specifically, 

three characteristics were shown to influence the process: 

industry classification, number of employees, and annual 

revenue amount. The conclusions drawn from the findings are 

presented in the following sections. 

The Effect of Industry Classification 

The findings of this study suggest that corporations 

within the same industry tend to adopt similar human resource 

planning practices and techniques. The discriminant analysis 

procedure classified a significant number of the respondents 

in four of the eleven industry classifications. The results 

given in Table VII suggest the number of industry classifica-

tions differentiated by the procedure may have increased if 

the subgroups had been larger and more homogeneous in terms 

of employee and revenue size. 

To further investigate the influence of the primary 

industry classification on the human resource planning 

process, each of the eleven industry classifications were 

subjected to standard statistical measures of central tendency. 

Table VI contains the median value computed for each item 

within each industry group. The findings of this study 
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confirm Frantzreb's (3) prediction that situational 

characteristics, such as those associated with certain 

industry classifications, would negate the use of the more 

sophisticated forecasting techniques. Heavy manufacturing, 

mining and chemical processing, and retail operations, place 

greater weight on judgmental forecasting techniques because 

each of these industries possess mobile, multi-skilled, 

easily hired personnel. 

The results presented in Table VI also support the 

typology of organization types offered by Koenig and Pierson 

(7). These authors define three organization types: the 

machine bureaucracy; the adhocracy, and the multidivisional 

form. Machine bureaucracies, such as heavy manufacturing 

and steel mills, place greater importance on internal fore-

casting and placement techniques. The primary source of 

labor to meet planned needs is from within the firm. Promot-

ing from within the organization places greater emphasis on 

performance evaluations, development programs, and succession 

planning. In addition, a comprehensive data base is required 

to maintain the information used in the internal forecasting 

and placement process. 

In contrast to the machine bureaucracy, an adhocracy 

does not need an elaborate human resource information system. 

Human resource planning in an adhocracy is more qualitative 

than quantitative. Forecasting human needs is seen as an 

integral part of the business strategy formulation process 
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although sophisticated methods may not be used. In the case 

of this study, the best example of an adhocracy was the 

computer and communications industry. Contrary to Koenig 

and Pierson, these companies did employ sophisticated computer 

modeling techniques. 

The multidivisional form is a hybrid of the machine 

bureaucracy and the adhocracy. Human resource planners in 

multidivisional organizations concentrate on maintaining a 

supply of managers for newly acquired or established divisions. 

Programs for tracking potential managers and providing them 

with development opportunities are paramount concerns in the 

multidivisional form. The predictions of Koenig and Pierson 

could not be supported by the industry classification within 

this study for conglomerates, railways, and major construction 

firms. However, the results given in Table V for large firms 

are consistent with their typology. 

The Effect of Organization Size 

The findings of this study establish that organization 

size, as measured by the number of employees or the amount 

of annual revenue, does effect the types of techniques used 

within the organization. As noted earlier, the results of 

the discriminant analysis procedures used to test Hypotheses 

Two and Three are given in Tables VIII and IX. Having 

established the significance of the relationship, the find-

ings presented in Table V are of more importance to the human 

resource planning practitioner. 
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Table V presents a comparison of the median of each 

of the questionnaire items for each of three size clas-

sifications: small, medium, and large. The findings of 

this study are consistent with those of Greer and Armstrong 

(4). Organizations in all three size groups depend heavily 

on the simplest forecasting techniques although larger firms 

are more likely to utilize sophisticated forecasting tech-

niques than are smaller firms. 

The findings of this research regarding the use of 

selection and placement methods support the findings of 

Kahalas and his associates (6). Large corporations place 

greater importance on replacement charts than do the small 

and medium size firms. Similar evidence regarding suces-

sion planning is presented by Alpander (1). He found that 

executive succession is closely tied to career planning in 

the largest firms in his sample but to retirement, resigna-

tion, and general personnel actions in smaller firms. These 

findings are confirmed by the results given in Table V. 

Larger firms place greater importance on each of the succes-

sion planning and career planning techniques while the 

smaller firms place greater importance on "job posting and 

bidding." As noted earlier, large firms utilize more 

elaborate human resource information systems to support the 

human resource planning process. Comprehensive information 

systems are essential components of sophisticated succession 

planning and placement techniques employed in large firms. 
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An Assessment of Walker's Typology 

To determine the quality and applicability of Walker's 

typology, two statistical methods were used: descriptive 

statistics and factor analysis. The mean, median, and mode 

were computed for each of the fifty-nine questionnaire items. 

The results of the computations, given in Table IV, indicate 

the relative importance attributed to each human resource 

planning technique or program by the respondents. Selected 

findings from Table IV were compared against Walker's 

typology. The results of the comparison are given in Table 

XIX in Chapter III. As seen in Table XIX, the items deemed 

most important in the human resource planning processes of 

the respondent firms fall within the two lowest levels of 

typology. The findings confirm the dependency of major 

corporations on rudimentary forecasting and placement tech-

niques. The results also indicate that the respondents are 

most concerned with internal labor resource management 

techniques and place less importance on external labor 

market forces. In addition, a heavy emphasis is placed on 

training and development for all employees by the respondents. 

The importance placed on training and development is interest-

ing in light of two findings: first, the lack of importance 

placed on assessment methods; and second, the lack of 

importance placed on employee career and vocational preference 

information in the selection and placement process. The 
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expected relationship between training, assessment, and 

employee career preference was not found. 

A more critical test of Walker's typology was performed 

through the use of a factor analysis procedure. The purpose 

of the procedure was to determine whether the practices and 

methods given in each stage of the typology would cluster 

together. If each practice or technique is related, as 

Walker suggests, clustering of similar techniques should 

occur. The factor analysis produced seven useable factors 

that are comparable to the major human resource program 

areas within Walker's construct. A comparison of the load-

ings for each of the seven factors is given in Table X while 

the individual factor loadings are given in Tables XI through 

XVII. Notably absent was a factor for "human resource 

information systems." An examination of the loadings for 

each factor, however, suggests the diffusion of information 

items from the questionnaire into a majority of the factors. 

The factor analysis supports Walker's typology, although 

the findings suggest that the four stages are not discrete. 

Rudimentary practices are frequently integral components 

identified by the factors describing the most advanced 

programs and systems. Another weakness of Walker's construct 

is its heavy emphasis on employee-centered career planning 

techniques in the two advanced stages. The findings of this 

study and those of Butensky and Harari (2) question the 
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practicality of employee-centered career planning and place-

ment programs. 

Limitations Related to the Conclusions 

The results obtained for this study are based on a 

sample population of 123 domestic corporations. The smallest 

corporation employed 414 individuals and has annual revenues 

of $30 millions. Only seventeen firms within the sample 

employed less than 2,500 employees; thus, the sample is 

heavily skewed toward larger corporations. The findings of 

this study may not address the human resource planning 

practices of small business organizations. 

The sample population contained representative firms 

for fifty-seven industry classifications. These were 

reclassified into eleven classifications for the purpose of 

this research. Interpretation of the findings related to a 

single industry classification should be tempered by this 

knowledge. Likewise, the number of respondents in each 

classification is relatively small which could have affected 

the results. 

Rational judgment and the practices of earlier research-

ers were used in setting the parameters for tests related to 

the size of the organization. However, the parameters used 

to define small, medium, and large firms were largely subjec-

tive. The use of different parameters in a parallel study 

may alter the results obtained. 
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This study does not address what the optimum human 

resource planning system should include; rather, it reports 

the techniques and programs used by the respondents. The 

scope of this study did not include an assessment of the 

effectiveness of the respondents' human resource planning 

systems. Conversely, no conclusions about the quality of 

the practices reported in this study should be made. As 

the questionnaire asked the respondents to rate the relative 

importance of various techniques, the reliability of the 

results are subject to question. 

In summary, this study has confirmed the assertions of 

Walker, and several other writers, that situational character-

istics do have an influence on the nature and scope of the 

human resource planning process within an organization. 

Specifically, industry classification, the number of 

employees, and the amount of annual revenues were shown 

to significantly affect the selection and perceived importance 

of a comprehensive list of human resource planning practices. 

Although Walker's typology is a viable guide for implementing 

and evaluating human resource planning systems, it appears 

to overemphasize employee-centered career planning and place-

ment activities in the two advanced stages. The findings of 

this study indicate that most corporations in the United 

States are not ready to accept comprehensive, employee-

centered human resource planning systems. 
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Implications for Further Study 

This study has established the existence of a strong 

relationship between the human resource planning process 

and three major organizational characteristics: (1) industry 

classification, (2) the number of employees, and (3) the 

revenue amount. In doing so, it has provided factual support 

for the opinions given by various writers in the past decade. 

Further investigation, however, is required to identify the 

characteristics which have the greatest impact on the selec-

tion, and the successful use, of a growing list of human 

resource planning practices. Specific areas of investigation 

follow. 

1. Evidence presented in this study suggests the 

potential of developing model human resource planning 

systems for major industry groups. Major employer associa-

tions should be approached to develop these models. 

2. The findings regarding the influence of organiza-

tion size on the selection and the use of human resource 

planning practices suggest the possibility of developing 

model human resource planning systems for organizations of 

varying size dimensions. Specific parameters for determin-

ing the size of an organization must be established. 

3. The organization typology developed by Koenig and 

Pierson (7) appears to hold promise for creating organiza-

tion profiles that transcend shallow characteristics such 
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as industry classification and organization size. Walker 

(10), Hutchens (5) , and Smith (9) provide excellent starting 

points for formulating specific criteria capable of defining 

several organization types. The criteria should address the 

following factors: operating environment, organization 

culture, organizational maturity, the decision process, 

geographical dispersion, social policies, and related 

characteristics of an organization. 

Recommendations 

The process of identifying organizations for inclusion 

in the first mailing was time consuming. In view of the low 

rate of return, it was not justified. Future studies should 

utilize mailing lists of employer associations and profes-

sional groups. Studies commissioned or sanctioned by such 

groups hold the potential of providing larger sample popula-

tions. The first mailing was deliberately directed to 

organizations which may not have maintained a human resource 

planning staff. Only 18 percent (N = 84) of the question-

naires in the first mailing were returned. The second mail-

ing , which concentrated on members of a national human 

resource planning organization, yielded a 40 percent rate 

of return (N = 39). 

A Concluding Thought 

In his discussion of the organizational forces affect-

ing the use of certain practices in the human resource 



135 

planning process, Walker states, "The types of practices vary 

with the circumstance of the organizations, including the 

number of employees; the geographic dispersion, the technolo-

gies involved; the economic, social, political environment; 

and the personalities and experiences of key executives" (10, 

p. 20). This study supports Walker's assumptions. Walker 

presented his typology in 1974, a decade later, little work 

has been done to refine his theoretical framework. Until 

more effort is applied to solving human resource planning 

questions of this type, practitioners will continue to grope 

with the problem of implementing practices which will be 

acceptable to the management and the employees of their 

organizations. 
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A p p e n d i x A 

FORECASTING: Thi way w« anticipate future taUnt 

l i t 

requirements and Human Resource Management needs 

—Monogers discuss goals, 
p lont ond thus types and 
numbers of people needed 
in the short-term. 

-Highly Informol ond 
subjective. 

—Annual planning and 
budgeting process includes 
manpower needs. 

-Speci fy quantity ond qual i ty 
of talent needs os for out in 
time os possible. 

- Ident i fy problems requiring 
action: individual or general. 

-Anolyze management 
succession ond readiness of 
successors. 

I l l 

—Using computer-generated 
analyses, examine causes 
of problems ond future 
trends regarding supply and 
demand (the f low of talent)# 

-Use computer to relieve 
monogers of routine fore-
casting tasks (such as 
vocancies or turnover) 

-Anolyze career paths and 
coreer progress using 
computer data files. 

IV 

—On-line modeling and 
simulation of toient needs, 
flows ond costs to a id in a 
continuing process of 
updating projecting needs, 
Staffing plons, career 
opportunities ond thus 
program plans. 

—Provide best possible current 
information for monageriol 
decisions. 

-Exchange data wi th other 
componies ond wi th govern-
ment (such os economic, 
employment and social 
data). 

EXHIBIT II 
PROGRAMMING: The way we plan actions to satisfy talent requirements 

I 

- Ind iv iduals recruited ond 
ossigned to jobs as needs 
orise. 

-Necessary on-the-job 
orientotion provided. 

II 

—Recruitment based on 
projected short-range needs 
ond on analysis o f past 
recruitment ond selection 
experience. 

—On-the-job orientation 
supplemented by formol 
orientotion programs. 

I l l 

-Recruitment coordinated 
among organizational units 
ond linked to plans for the 
future flow of toient in the 
organization. 

-Long-term indicators of 
individual career interests, 
capabilities ond performance 
ore considered in recruitment 
ond selection. 

The way we match individual talents and interests with opportunities 
1 » i l l 

—Informal knowledge of 
Individuol capabil it ies and 
reodiness is relied upon for 
new assignment results in 
matching. Monageriol 
judgment and personal 
contact are of prime 
importance. 

—Coreer information is 
communicated to employees. 

- In terna l search is conducted 
for oi l assignments, including 
review of avai lable 
oppraisol data and personal 
biographical data. 

- A limited tab posting 
system may be used. 

-Monoger io l replacement 
planning is informol, based 
on personal knowledge ond 
on "heir opporent 
opprooch." 

-Systematic backup plonning 
includes use of charts, 
approisals. ond/or 
monogement-level 
development committees. 

—Internol search precedes 
outside recruitment; the 
information system is used 
to search for individuals 
interested in and quali f ied 
for vocancies. 

—The chain effect of assign-
ment is fu l ly considered ond 
planned. A comprehensive 
job posting or coreer 
trocking system is used. 

—Individuals provide data on 
skills, preferences, ond 
development needs in 
odvance of vacancies for 
consideration in motching 
process. 

—Management succession 
candidates ore prepared for 
coreer to f i l l projected needs 
on a pooled basis. 

IV 

—Fluid exchange of toient on 
reciprocal bosis among 
organizations and wi th 
government. 

—College recruitment begun 
during training so os to 
guide individual preparation. 

-Recruitment is corporate-
wide for monogeriol, 
professional, and technical 
toient and the talent market 
is multinational. 

IV 

-Individuals plan their 
desired coreer program in 
on open "internal labor 
market" in the organization. 

—Individuals may init iate 
reviews of their qualifications 
for vocancies os they orise 
(position or job). Assign-
ments moy cross depart-
mental and functional lines 
on the bosis of coreer poths. 

—Monogers review individuol 
plons ond provide develop-
mental opportunities needed 
to prepare individuals for 
planned future responsi-
bilit ies; level wi th individuals 
when plans ore unreolistic 
ond provide out-placement 
assistance when suitable 
opportunities ore not 
ovailoble. 

—Monogement succession 
results from effective normal 
coreer development ond 
progression covering em-
ployees. An annual monoge-
ment review of humon 
resource planning ensures 
effectiveness of action. 
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The way we help individuals perform effectively and 

l 
-Job descriptions provide 

guides for managers 
directing the wont of 

- Ind iv idua l development 
results through work 
experience and tome 
formal training. 

II 

-Managers interpret position 
responsibilities w i th 
individuals and coach 
individuals to assure under-
standing and commitment 
to them. 

—Managers appraise results 
and individual capabilit ies 
and potential. 

-Training and development 
activities ore provided to 
employees as determined 
necessary and desirable by 
management. 

dovolop their capabilities 

i l l 

—A goal setting and review 
process draws together 
individual career plans w i th 
task/role aspects of a job. 

—Managers coach individuals, 
provide career guidance, 
and mutually review 
progress w i th individuals. 

The way we h«ip individuals prepare for a satisfying retirement 

I 

-Pension benefits and 
pertinent information on 
them and company retire* 
ment policy are provided. 

-Service is recognized w i th 
awards program and 
retirement honors. 

II 

—Pre-retirement counseling is 
provided to encourage 
individual preparation 
both financially and 
psychologically. 

-Ear ly retirement is possible 
w i th reduced pension 
benefits. 

I l l 

—Retirement is viewed as a 
career step and is prepared 
for as such by individuals. 

-Retirement t iming is flexible 
through gradual retirement 
and other options. 

iVALUATION: The way wt assure that human rttourci planning h affective 

l 

—Policies, systems, programs, 
and activities are subjectively 
reviewed. 

—Problems, strengths ond 
volue receivedd from 
expenditures are evoluated 
Intuit ively. 

I I 

-Policies, systems, programs, 
ond activities ore reviewed 
end evaluated. Avai lable 
quantitative dota, attitudes 
of part icipating individuals, 
ond practices in similar 
organisations are examined. 
This may be conducted by 
o third party for Improved 
objectivity. 

-Direct expenditures—outloys 
for acquisition ond develop-
ment of human resources— 
ore measured ond reported. 

-Analyses of turnover, 
productivity shifts, recruit-
merit results, ond other 
monpower patterns ore 
conducted so os to Identify 
problems. 

I l l 

-Cost-benefit analyses of 
systems, program* and 
octivities ore conducted; 
expenditures ore budgeted 
occording to priorities 
resulting f rom these 
analyses. 

—Indirect costs ore estimated, 
accounts on al l costs ond 
measured benefits, and the 
estimated net organizational 
impact ore reported for 
monogement consideration. 

—Surrogate measures (such os 
replacement cost, accrued 
cost, or economic value) of 
human resource volue ore 
developed ond appl ied suited 
to the organization's 
circumstances, fechonolgy 
ond morket. 

IV 

- Ind iv idua l plans work 
(roles/tasks) and development 
actions in the context of 
career planning. 

-Pul l information is shared 
w i th individual so that 
plans may be realistic and 
attuned to company needs. 

-Performance ond growth are 
reviewed by individual 
himself (self-appraisal). 

IV 

- Ind iv idua ls move in and out 
of "ret i rement" through 
mobil i ty (with vested pension 
benefits). 

-Sabbaticals, special leave 
programs, and project 
assignments are avai lable. 

- Ind iv idua l differences are 
recognized and honored by 
company actions—without 
reliance on age and seniority 
os overriding factors In 
career progress, development 
or compensation. 

IV 

—Computerized simulation 
of alternative humon 
resource investment decisions 
ond the long-term impact 
of humon resource invest-
ment end omortizotion 
practices. 

—Direct ond indirect invest-
ments ond related values 
accruing to the argonizot ion 
ore monitored. 

—This information is included 
in accounting, financiol 
analysis and reporting 
processes for management 
and investor information. 
Pt 

INFORMATION: Th# way wt knp track of information on talont In tho organization 

I 

—Basic employment data: 
• Personal education, 

experience 
• Biographical data 

-Manua l files contain basic 
personnel data. 

I I 

-Appra isa l data added: 
• Performance 
• Potential 
• Qualifications 
• l imi ted data on skills 

and interests 

- A semi-automated data 
storage and retrieval system 
is used. 

- I t may be an expanded 
payrol l file or a stand-alone 
file. 

-Provides basic reports, 
general listings and 
summaries for managerial 
use. 

I l l 

—Qualitative data added: 
• Individual interests 
• Self-appraisal data 
• Job preferences 
• Specified individual skills 

and knowledge areas 
• Psychological assessments 

—Comprehensive humon 
resource information 
system wi th turnaround 
documents for personnel 
decisions and updating and 
a generalized retrieval 
program. 

—Essential calculative 
capacities (e.g., 
correlation, modeling). 

—May be for division, 
group or location 
(e.g., U.S. only). 

IV 

-Behavioral att i tude data 
added: 
• Role/task elements 
e Behavioral characteristics 

of individuals and jobs 
e Investment and benefit 

measures 

- In format ion system is 
• Corporate-wide 
• Mult inat ional 

-System is on-line providing 
access to data for retrieval, 
analysis and updating. 

-The data system initiates 
personnel actions, analyses 
of special problems. 
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Appendix B 

Dear Colleague: 

May X have 11 to 13 minutes of your tine to help me complete the 
the research for my doctoral dissertation? 

I am currently a candidate for a Doctor of Philosophy degree in 
Personnel and Industrial Relations at North Texas State University, 
Denton, Texas. The purpose of my research is to identify manpower' 
forecasting and employee career planning practices that are being 
used most effectively by organizations like yours. The findings 
"ill assist corporations in establishing human resource planning 
and development programs that are appropriate for their primary 
business classification, size, growth rate, and other comparable 
organizational characteristics. 

You may assist me in my research by completing the following 
questions regarding your organization's human resource planning 
practices. Of course, the information you provide will remain 
strictly confidential. No direct reference to your organization 
will appear in my paper. 

I will be happy to send you a copy of my findings if you return the 
enclosed card with your completed questionnaire. May I have your 
response before the end of next week? 

Thank you for considering my request* 

Respectfully, 

0^ 
Victor J. Rizzo, Chairman 
Business Division 

EASTFIELD 
COLLEGE 
OF THE 
DALLAS COUNTY 
COMMUNITY 
COLLEGE 
DISTRICT 
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THE HUMAN RESOURCES PLANNING PROCESS 

An Industry Survey of Pract ices 

PART I 

Ins t ruc t Ions : Please answer each quest ion regarding the human resources planning pract ices of your 
organIzat ion. Indicate your response by c i r c l i n g the appropr iate l e t t e r . 

-NO IMPORTANCE 
LIMITED IMPORTANCE 

MODERATE IMPORTANCE 
SIGNIFICANT IMPORTANCE 

M 
M 
M 
M 
M 
M 

1. In the process of p ro jec t i ng manpower requIrements, how much Importance is placed on 
each of the fo l low ing factors by your organizat ion? MARK YOUR RESPONSE TO EACH ITEM 
LISTED. 

S Project ions by managers 
S Projected organ iza t ion s t ruc tu re changes 
S Planned changes in mission or operat ing capacity 
S A f f i rma t i ve act ion goals 
S Prescribed planning c r i t e r i a or budget l i m i t s 
S Other (Speci fy) 

2. In the process of analyzing fu tu re human resources ava i lab le w i th in the o rgan iza t ion , how 
much importance Is placed on each of the fo l low ing Information sources? MARK YOUR RESPONSE 
TO EACH ITEM LISTED. 

N L M S Employees' demographic data (age, mar i ta l s ta tus , e t c . ) 
N L M S Employees' educat ion, t r a i n i n g and experience 
N L M S Performance appraisal data 
N L M S Employees1 vocat ion or career in te res ts 
N L M S Terminations, separat ions, and other a t t r i t i o n rates 
N L M S Projected promotions, t r a n f e r s , and other act ions a f f ec t i ng personnel a v a i l a b i l i t y 
N L M S Produc t i v i t y changes creat ing labor imbalances or surpluses w i th in the organ iza t ion 
N L M S Other (Speci fy) 

3. In assessing the external supply of human resources, how much Importance is placed on each 
of the fo l low ing factors? MARK YOUR RESPONSE TO EACH ITEM LISTED. 

N L M S General economic condi t ions 
N L M S Social and p o l i t i c a l fac tors 
N L M S Current and pending government or regulatory agency r e s t r l e t Ions 
N L M S Composition of the general populat ion and labor force 
N L M S Changes In compet i t ion for e x i s t i n g markets 
N L M S Technological and p r o d u c t i v i t y changes 
N L M S Other (Speci fy) 

4. In the process of developing human resource requirements for your company, how Important 
is each of the fo l l ow ing fo recast ing techniques and models? I f you are not f a m i l i a r w i th 
a technique or model l i s t e d , please c i r c l e "N". MARK YOUR RESPONSE TO EACH ITEM LISTED. 

A. Simple forecast ing models 
N L M S Judgemental forecasts by supervisors or experts 
N L M S S ta f f i ng standards 
N L M S Rat io or t rend ana lys is 
N L M S Delphi technique 
N L M S Other (Speci fy) 

B. Opt imizat ion models 
N L M S Linear programming 
N L M S Nonlinear programming 
N L M S Goal programming 
N L M S Assignment models 
N L M S Other (Speci fy) 

Continued on next page 
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C. Integrated computer s imulat ions (using m u l t i p l e techniques) 
4 L M S Div is ion/department level models u t i l i z e d 
H L M S Corporate/company level models u t i l i z e d 
H L M S Other (Speci fy) 

5. In your o rgan iza t ion , how important is each of the fo l lowing se lec t ion and placement 
a c t i v i t i e s In matching candidates w i th j ob vacancies. MARK YOUR RESPONSE TO EACH 
ITEM LISTED. 

N L M S Managerial Judgement and personal contact 
N L M S Job post ing and bidding 
N L M S Employee t a l e n t inventory (manual o r computer search) -
N L M S Candidates selected from replacement charts 
N L M S Establ ished career path informat ion matched w i th employee data (by computer or manually) 
N L M S Employees prepare personal career progression plans which are used by managers to f i l l 

pos i t i on vacancies 

PART I I 

I ns t ruc t i ons : Please c i r c l e e i t h e r "yes" or "no" t o ind ica te your response. 

6 . Ind icate I f the fo l low ing informat ion is included In your company's employee records? 
MARK YOUR RESPONSE TO EACH ITEM LISTED. 

Yes No Biographical data (age, sex, e t h n i c i t y , e t c . ) 
Yes No Personal educat ion, t r a i n i n g , c e r t i f i c a t i o n s , and experience 
Yes No Performance appraisal ra t i ngs 
Yes No Employee promotion and development po ten t ia l 
Yes No Spec i f i c q u a l i f i c a t i o n s which may a f f e c t assignments 
Yes No Job preference information 
Yes No Psychological assessment and behavoria! Information 

7 . Ind icate i f the fo l low ing employee assessment techniques are regu la r l y used by your 
o rgan iza t ion . MARK YOUR RESPONSE TO EACH ITEM LISTED. 

Yes No In te l I Igence/apt I tude t e s t i n g 
Yes No Assessment of persona l i ty t r a i t s (by t e s t i n g or Interview methods) 
Yes No Assessment of personal or work values (by t es t i ng or Interview methods) 
Yes No Career/vocat ional In te res t t e s t i n g 
Yes No Assessment center eva luat ion of s k i l l s , t r a i t s , and other factors 

8 . ind ica te i f the fo l l ow ing t r a i n i n g and development methods are regu la r l y used by your 
o rgan iza t ion . MARK YOUR RESPONSE TO EACH ITEM LISTED. 

Yes No On- the - job - t ra in lng (OJT) 
Yes No Classroom/vest ibule technical t r a i n i n g 
Yes No Supervisory s k i l l s classes 
Yes No Management prac t ices classes 
Yes No Professional development conferences 
Yes No Sabbaticals and exchanges w i th government or n o n - p r o f i t organizat ions 

PART I I I 

I ns t ruc t i ons : Please se lec t the one response t h a t best describes your o rgan iza t ion 's a c t i v i t i e s by 
p lac ing an "X" in the space preceding the response. 

9 . I den t i f y the one response below t h a t best describes the recrui tment a c t i v i t i e s of your 
o rgan iza t ion fo r a 11 employee c l a s s i f i c a t i o n s . SELECT ONLY ONE RESPONSE# 

Ind iv idua ls are rec ru i t ed and assigned t o Jobs as needed. 
, Recruitment is based on pro jected shor t - te rm needs and past se lec t ion experience. 
. Annual recru i tment is coordinated among operat ing un i t s although no comprehensive 

r e c r u i t i n g plan Is prepared f o r the corpora t ion . 
- Comprehensive, s t r a t e g i c recru i tment plans are prepared annually fo r the co rpora t ion . 

Continued on next page 



10. Select the one statement t h a t best describes how t r » i n i n „ 
f o r ^ o r g s ; ; !

n ^ o ; « g 

Employee development r e s u l t s f ron work experience. 

ind iv idua l deveIopment^ fans^are^reoared S s l i * 9 " " 6 * n e c e s s a r Y by management. 
performance and Ind iv idual po ten t i a l 0 0 m a n a 9 e r i a l appraisal of cu r ren t 

— " j s t s i p * r s ° " a ' — — 

— J 5 " ' 

— * - ^ . s s s i - s s . 

^ ^ z 2 T o ! i r i a E C T h S L ? S E d S s P o S E . t h * r 9 + ' r e m e n t c ~ « e l Ing provided by your 

^ t o l O T p ^ y e I i r r e t 1 r ^ r l t ^ t I s ^ r I C f U e d - ^ r f I ™ f c < ^ n s e l | t e d , n f o r m ® * , o n 9 , v e n 

— • Pre- re t i rement counsel I nq Is Drovlded inrf iu counseling Is provided. 
psycho log ica l l y fo r re t i r emen t . prepare them f i n a n c i a l l y and 

~ ^ . S K . i " < ^ d S ^ S 2 S • " * r * , " " " ™ " ' t * " • » a r * i » • m o . 

^&°5£xsz zsr-
•>• r ^ a M r 

_ _ Basic personnel data are ma Inta Ined In manual f i l e s . 

— v r s ^ i r x * M r , ' • " , a u f ™ , , d ! , ° r a 3 • - r , , r " v " 

_ 

" • & t & s r — -

_ l» u n d n r t . k . „ a , . . . acT o , „ „ „ . M „ „ a , t - , f „ t o 

a r * avaluatad b, managa^nt. 
a c t l v l t ! ^ are reviewed and evaluated using ava i lab le q u a l i t a t i v e and 

2 ™ I ! T I In format ion, such as p a r t i c i p a n t repor ts and pract lcas In s i m i l a r 

m&3?,H2rS£i,G2*'^•'' M — « • ' - . - " . t « 

~ ~ ^ S ' ^ r r o r l a ^ a r z . " 8 : r . S l t T S J i ^ r S S S . S L " " " " " -

15. In your op i n i on , how s a t i s f a c t o r y Is the human resource planning system In vour 
organizat ion? SELECT ONLY ONE RESPONSE. >ng sysTem in your 

~ ~ " o & S l S g ' U n J J S r 1 " " ™ * , S * " " " ^ a n n a t i o n ' s no«s Including t h o s . of our 

~ i t I ; « i ' ^ ; r ° b C ; : n i i , ; u t a i ; i , ^ : i t ! f , # * . 
_ _ I t Is unsa t i s f ac to r y ; I t does not f u l f i l l most of the o rgan iza t ion ' s requirements. 

Thank you fo r completing the ques t ionna i re . 
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Appendix C 

TABLE XXI 

INDUSTRY CLASSIFICATIONS AND SAMPLE 
CLASSIFICATION 

Industry Classifications 

Agricultural Equipment 

Aircraft and Aerospace 

Apparel—Men's 

Auto Parts—Miscellaneous . . 

Autos and Trucks 

Banks 

Brewing 

Cement and Gypsum . 

Chemicals—Specialties and Gases 

Computers—Major and Services . 

Conglomerates 

Cosmetics and Toiletries . . . . 

Distilling 

Drugs 

Electric Power 

Electrical Equipment 

Electronic Components 

Electronic—Communications . . . 

Engineering and Construction . . 

Equipment Manufacturing—Small . 

Financial Services 

Floor Coverings 

Food Processing 

Forest Products 

Grocery Chains 

Hardward and Tools 

Home Building 

Household Appliances and Utensils 

Sample Classification 

1 

5 

9 

6 

5 

2 

1 

7 

7 

3 

8 

10 

1 

10 

11 

6 

3 

3 

8 

6 

2 

6 

1 

4 

9 

6 

8 

6 
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TABLE XXI—Continued 

Industg, Classifications Sample Classification 

Machinery and Equipment—Major 

Machinery and Equipment—Miscellaneous 

Major Producers 

Measuring and Control Instruments 

Meat Packing and Processing 

Medical and Dental Equipment and Supply 

Mining and Processing—Major 

Motels and Hotels 

Natural Gas—Distribution 

Newspapers 

Office Equipment and Supplies 

Oil—Major 

Oil Services and Equipment . . . . 

Paper—Major 

Paper—Secondary 

Photo and Optical 

Pollution Control 

Publishing 

Railroads 

Railroad Equipment 

Recreation—Equipment 

Restaurants 

Retail—Discount and Variety 

Retail—Drugs 

Retail—Specialties 

Steel—Major 

Telecommunications 

Tobacco 

Trucking Line 

5 

6 

5 

10 

1 

10 

7 

8 

11 

8 

6 

7 

7 

4 

4 

10 

8 

8 

8 

5 

6 

9 

9 

9 

9 

5 

3 

1 

8 
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Appendix D 

KtbPUNSE 

33 
34 

u , , u n a ' ^ d n o n s , ana other a t t r i t i o n rates 

! £ 2 ! £ T ! , r " f l o " ' t r ° M ' r s • "* ° " " r o c , i o n s " f 9 c t i " s ~ a i i . b i . i t , 
. c a n 9 e s c r e ® t , n 9 l a C w r Imbalances or sirpluses within the organization 

Genera ftnnnrm r r A n H l + u ^ y *-a 1 , u n 

1 Hrojections by managers 

I Projected organization structure changes 
3 Planned changes in mission or operating capacity 
4 Aff i rmat ive action goals 

5 descr ibed planning c r i t e r i a or budget l im i ts 
6 Employees' demographic data (age, marital s tatus, e tc . ) 
7 Bnployees' education, t ra in ing and experience 

8 Performance appraisal data 

9 Employees' vocation or career interests 

10 Terminations, separations, and other a t t r i t i o n rates 

12 

13 General economic conditions 
14 Social and p o l i t i c a l factors 

15 Current and pending government or regulatory agency res t r i c t ions 
16 Composition of the general population and labor force 
17 Changes in competition for ex ist ing markets 
18 Technological and product iv i ty changes 
19 Judgemental forecasts by supervisors or experts 
20 Staff ing standards 
21 Ratio or trend analysis 
22 Delphi technique 
23 Linear programming 
24 Nonl inear programming 
25 Goal programming 
26 Assignment models 
27 Division/department level models u t i l i zed 
28 Corporate/company level models u t i l i zed 
29 Managerial judgement and personal contact 
30 Job posting and bidding 

31 Employee ta len t inventory (manual or computer search) 
32 Candidates selected from replacement charts 

Established career path information matched with employee data 

Employees prepare personal career progression plans which are used by managers to 
f i l l posi t ion vacancies 

35 Biographical data (age, sex, e thn i c i t y , e tc . ) 

36 Personal education, t r a i n i ng , c e r t i f i c a t i o n s , and experience 
37 Performance appraisal rat ings 
38 Employee promotion and development potential 
39 Specific qua l i f i ca t ions which may af fect assignments 
40 Job preference information 

41 Psychological assessment and behavorial information 
42 Intel I igence/aptitude test ing 

43 Assessment of personality t r a i t s (by test ing or interview methods) 
44 Assessment of personal or work values (by test ing or interview methods) 
45 Career/vocational interest test ing 

46 Assessment center evaluation of s k i l l s , t r a i t s , and other factors 
47 On-the-job-tra ining (OJT) 



52 

53 

2 
3 

4 

55 1 

2 

56 1 
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48 Classroom/vest ibuIe techn icaI t r a i n i n g 

4 9 Supervisory s k i l l s classes 

50 Management p rac t i ces classes 

51 Professional development conferences 

Sabbat icals and exchanges w i t h government or n o n - p r o f i t organ iza t ions 

Ind iv idua ls are r e c r u i t e d and assigned t o jobs as needed. 

^ n u « | i + m e n + l l ^ T ° n p r ° j e c + e d s h o r + - + e ™ needs and past s e l e c t i o n exper ience. 
™ r u , 1 " e n + is coordinated among opera t ing u n i t s al though no comprehensive 

r e c r u i t i n g plan is prepared fo r the co rpo ra t i on . 

54 1 S T 6 1 1 0 " ! ' 7 0 , ' S t r a I e 9 i C r e c r u i + m ® " + P'ans are prepared annual ly fo r t he c o r p o r a t i o n . 
54 1 Employee development r e s u l t s from work exper ience. 

3 : : : a ' / r 7 i : ! n 9
)
 13 P r 0 V i d e d f ° r ^ P ' 0 * 9 6 5 " h e n d e « " e d necessary by management. 

Ind iv idua l development plans are prepared based on managerial appra isa l of cu r ren t 
performance and ind iv idua l p o t e n t i a l . 

4 Ind iv idua l development is based on the employee's personal development plan w i thou t 
s p e c i f i c regard f o r cu r ren t j o b requirements. 

No formal career counsel ing is prov ided; managers provide some informal counse l ing . 

Z Z ^ ° " n S e l ' " 9 , S , i m i + e d + 0 P r o v i d i n g career i n t e res t t e s t i n g and general career 
path in fo rmat ion . 

Qua l i f i ed counselors a s s i s t employees in the development of career plans using 

career i n t e r e s t and personal po ten t i a l da ta , and career path in fo rmat ion . 

Pension b e n e f i t s and re t i rement p o l i c i e s are contained in p r i n t ed in format ion given 

t o employees; re t i rement dates are f i x e d ; no formal counsel ing is provided 

R-e- re t i rement counsel ing is provided i nd i v i dua l s t o prepare them f i n a n c i a l l y and 

psycho log i ca l l y f o r re t i remen t . 

Retirement is considered a career move and re t i rement dates are f l e x i b l e t o al low 
i nd i v idua l choice of re t i rement age. 

Age and s e n i o r i t y are not considered the major f ac to r s in an employee's career progress, 

development, and cont inued employment; temporary re t i r emen t and c o n s u l t a t i v e ro les 

prov ide a l t e r n a t i v e s t o f u l l r e t i r emen t . 

57 1 Basic personnel data are maintained in manual f i l e s . 

Personnel in format ion is a v a i l a b l e through a p a r t i a l l y automated storage and r e t r i e v a l 
system based la rge ly on t he pay ro l l f i l e . 

Ind iv idua l employee da ta , r o u t i n e records and repo r t s on personnel a c t i o n s , and some 

a n a l y t i c a l eva lua t i on of data are provided by an automated personnel system. 

An o n - l i n e in format ion system provides access t o data f o r r e t r i e v a l , ana l ys i s , and 

updat ing , and is capable of i n i t i a t i n g r o u t i n e personnel ac t ions and repo r t s w i thou t 

s p e c i f i c d i r e c t i o n (annual physical examinat ion n o t i f i c a t i o n l e t t e r s , e t c . ) . 

Human resource planning is undertaken as "an act of f a i t h " and no at tempt is mde t o 
assess i t s r e s u l t s . 

2 Ffograms and expendi tures are s u b j e c t i v e l y evaluated by management. 

Programs and a c t i v i t i e s are reviewed and evaluated using a v a i l a b l e q u a l i t a t i v e and 

q u a n t i t a t i v e in fo rmat ion , such as p a r t i c i p a n t repo r t s and p rac t i ces in s i m i l a r 
o rgan i za t i ons . Turnover, p r o d u c t i v i t y changes, and s i m i l a r measures are evaluated 
in l i g h t of d i r e c t expendi tures. 

Cos t -bene f i t analyses of systems, programs, and a c t i v i t i e s are conducted t h a t consider 
i n d i r e c t costs and o rgan iza t i ona l impact, in a d d i t i o n t o d i r e c t expendi tures. 

D i rec t and i n d i r e c t investments in human resources are moni tored; computer s imu la t ions 
of a l t e r n a t i v e human resource investment dec is ions are conducted. 

I t is very s a t i s f a c t o r y ; i t meets a l l of the organ iza t i on ' s needs inc lud ing those of our 
opera t ing managers. 

3 I t is s a t i s f a c t o r y ; i t f uf i l l s most of the o r g a n i z a t i o n ' s needs. 
2 I t is adequate but needs improvement. 

1 I t is u n s a t i s f a c t o r y ; i t does not f u l f i l l most of t he o r g a n i z a t i o n ' s requirements. 

2 

58 1 

3 

59 4 
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Appendix E 

TABLE XXII 

SKaNilFICANT UNIVARIATE F RATIOS AND SELECTED STANDARDIZED 
CANONICAL DISCRIMINATE COEFFICIENTS BY INDUSTRY 

Response 
Number Response Description F 

Ratio* 
Sig. 

r Level 
Coefficient 

Agri-Business and Food Processing (N = 1 • 0) 

4 Affirmative action goals 2.47 .118 -.553 

13 General economic condi-
tions 2.96 .087 .034 

21 Ratio or trend analysis 3.06 .082 .625 

27 Division level models 1.39 .239 -.441 

29 Judgment and personal 
contacts 3.80 .053 -.342 

30 Job posting and bidding 5.04 .026 .365 

31 Employee talent inventory 10.49 .001 .585 

32 Replacement charts 2.79 .097 .158 

40 Job preference informa-
tion 8.12 .005 .492 

59 Overall adequacy and 
satisfaction of pro-
grams 2.77 .098 .241 

Computers and Communication Services (N = 10) 

5 Planning criteria and 
budget limits 0.76 .383 -.547 

6 Employees' demographic 
data 0.28 .592 -.518 



TABLE XXII—Continued 
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Response 
Number Response Description F 

Ratio* 
Sig. 
Level Coefficient 

7 Employees' education and 
experience information 0.29 .862 .611 

8 Performance appraisal 
data 7.67 .006 -.514 

12 Productivity changes 5.23 .023 .316 

16 Labor force composition 4.60 .033 -.068 

17 Competitive changes in 
existing markets 0.34 .953 -.560 

18 Technological and 
productivity changes 3.25 .074 .569 

26 Assignment models 7.35 .007 .573 

28 Corporate level models 3.06 .082 .272 

30 Job posting and bidding 1.70 .194 .689 

31 Employee talent inventory 3.75 .054 -.710 

32 Replacement charts 3.31 .071 -.463 

43 Personality trait 
assessment 2.96 .087 -.172 

59 Overall adequacy and 
satisfaction of 
programs 2.77 .098 .331 

Retail—Food, Drugs, Apparel (N = 13) 

3 Planned mission changes 4.97 .027 -.800 

6 Employees' demographic 
data 2.18 .142 .550 

13 General economic condi-
tions 4.28 .040 .517 
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TABLE XX11—Continued 

Response 
Number Response Description F 

Ratio* 
Sig. 
Level Coefficient 

15 Government or regulatory 
restriction 7.20 .008 .269 

18 Technological and pro-
ductivity changes 4.19 .042 .560 

21 Ratio or trend analysis 2.91 .090 -.799 

24 Nonlinear programming 2.99 .086 .206 

27 Division level models 0.40 .527 .747 

28 Corporate level models 2.60 .109 -.902 

32 Replacement charts 0.18 .667 -.627 

34 Personal career 
progression plans 
used 1.84 .177 .699 

35 Biographical data 3.30 .071 .173 

43 Personality trait 
assessment 0.88 .766 .826 

44 Personal and work 
values 0.97 .326 -.748 

51 Professional conferences 2.97 .087 -.027 

55 Description of career 
counseling practices 2.97 .087 -.027 

Utilities—Electric Power, Gas : Distributors (N = 10) 

8 Performance appraisal 
data 1.72 .191 .613 

15 Government or regulatory 
restriction 2.81 .095 .322 
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TABLE XXII—Continued 

Response 
Number Response Description F 

Ratio* 
Sig. 
Level Coefficient 

27 Division level models 3.54 .062 -.206 

30 Job posting and bidding 3.71 .056 .095 

32 Replacement charts 1.38 .242 -.546 

33 Career path information 
matched with employee 
data 3.97 .048 -.652 

38 Employee potential 0.33 .564 .505 

40 Job preference informa- • 
tion 0.62 .429 .514 

42 Intelligence and 
aptitude testing 2.80 .096 .469 

45 Career and vocational 
interests 0.93 .760 -.220 

53 Description of recruit-
ment activities ' 0.58 .445 .459 

55 Description of career 
counseling practices 4.10 .045 .483 

59 Overall adequacy and 
satisfaction of 
programs 

r +- n n T.T x-s v» ^ J ^ J. ^ -! — J £1 r 

4.36 

VT 1 T 1 _ _ • I 

.038 -.208 

119 degrees of freedom. 
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