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This study investigated the current practices of 

strategic human resources planning (SHRP) at large 

industrial and service companies in the United States and 

compared these practices with Walker's Four Stages of Human 

Resources planning model. The data for this study were 

collected from 130 industrial companies and 117 service 

companies listed in Fortune directories of the largest 500 

industrial and largest 500 service companies in the United 

States. The study investigated also the impact of internal 

and external environmental factors on these companies' 

practices of SHRP. MANOVA, Factor Analysis, and Percentile 

Analysis were used as prime statistical methods in this 

study. 

Environmental factors studied were found to explain 78 

per cent of the variances among large American companies. 

No significant difference was found between industrial and 

service companies in their SHRP practices. Significant 

improvements have taken place in large United States 

business corporations' practices of SHRP since the 

introduction of Walker's model (1974). These improvements 

took place in human resources information 



systems, forecasting human resource needs, human resource 

planning and development, and evaluation of SHRP projects, 

but the improvements were unbalanced. The improvements in 

corporate-centered SHRP activities were greater than the 

improvements in employee-centered SHRP activities. The 

reasons for unbalanced developments were explained and 

future directions were predicted. 

The findings of this study were compared to the 

findings of many recent studies in SHRP fields and future 

directions of the developments of SHRP were discussed. The 

conclusions of this study suggested that United States 
* 

corporations are in need of balanced development in both 

employee-centered and corporate-centered SHRP. American 

companies are in need of advanced models to shape their 

practice in SHRP fields. Walker's model has been evaluated 

as the best available model. The study showed that medium-

sized companies in the United States will benefit from SHRP 

and that they are able to pay the cost of SHRP projects. 

Several implications and recommendations for future studies 

and for business and educational institutions are listed. 
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CHAPTER I 

INTRODUCTION 

Background of the Study 

The importance of human resource planning (HRP) has 

increased with the development of modern American 

industry. A major reason for the increasing importance of 

HRP is the rising cost of labor. Two main factors 

contribute to rising labor costs: a rise in the standard s 

of living and industry's need for a specific number of 

special talents at a specific time. Since the 1960s, HRP 

has been a crucial concern (Walker 1980). 

Strategic human resources planning (SHRP) is a means 

by which management determines future needs for employees, 

both in terms of quantity and quality; compares the needs 

with the present work force; and defines the numbers and 

types of employees to be recruited or phased out, based on 

the organization's strategies and objectives. Milkovich 

and Glueck mention that many organizations do more talking 

than actual planning. Nonetheless, more and more 

organizations are adopting formal planning systems as they 

discover that an unsystematic approach is inefficient in 

meeting their employment needs (Milkovich 1985). 
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Some common reasons that organizations adopt formal 

SHRP are the desire to use HR more effectively and 

efficiently; the desire to have more highly satisfied and 

developed employees; and the desire to provide more equal 

employee opportunity planning (Milkovich 1985). 

Milkovich and Glueck report that some researchers are 

skeptical about SHRP. These skeptics consider it 

unrealistic to think that SHRP is a systematic rational 

process used in making business decisions. The authors 

also report that researchers have documented the extensive 

use of SHRP in numerous companies. Milkovich and Glueck 

claim that SHRP is a useful means of preparing for future 

risk and uncertainty. Moreover, SHRP permits systematic 

judgment as to the number and type of employees needed to 

staff an organization (Milkovich 1985). 

The increasing importance of SHRP as a method of 

managing a corporation's HR has made HRP the subject of a 

considerable amount of research and has encouraged 

researchers to develop additional models and theories to 

explain and predict the direction of new practices in HRP. 

The most comprehensive model in HRP is Walker's Four 

Stages of HRP Model, which was the outcome of a 

comprehensive national survey, intelligent thinking, and 

Walker's experiences in business. 

In 1974, James W. Walker published an article in 

Human Resource Management which was concerned with 
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evaluating the practical effectiveness of HRP 

applications. The article includes Walker's Four Stages 

of HRP or Manpower Planning Model. Walker discusses the 

practical benefits that management should gain by 

implementing the HRP system which includes forecasting, 

programming (planning), and evaluation. He also presents 

the internal and external environmental factors that 

influence HRP practices. Walker explains the four 

evolutionary stages of the HRP model, and addresses these 

four evolutionary stages in forecasting, programming, and 

evaluating HRP systems and practices in business 

organizations. He named these stages rudimentary, short-

range planning, state of the art, and the ultimate level 

in HRP (Walker 1974). 

Since the publication of Walker's article some 

progress been made in applying HRP to employees' problems 

in business. Researchers today are determining how to 

combine strategic business planning with strategic 

business HRP, the important role that line managers play 

in HRP, and similar topics. Some researchers report that 

the practice of SHRP is moving toward the higher stages 

predicted by Walker's model. They also report that HR 

managers are participating more and more in strategic 

business planning which includes SHRP. Others, however, 

think that the application of SHRP in business is still in 

its infant stage, and that more research is needed to 
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explore business practices and to compare those practices 

to HRP models (Galosy 1983; Manziini 1984; Mills 1985; 

Nkomo 1980, 1986; Paul 1986; Walker 1986). 

This study is an investigation of SHRP in Fortune's 

500 industrial and Fortune's 500 service companies. The 

study is also concerned with comparing SHRP practice to 

Walker's Four Stages of HRP, which many researchers 

consider the most comprehensive employee-centered model in 

business HRP (Rizzo 1984). 

Research Problem 

The problem of this study is the current practices of 

SHRP at large industrial and service compainies in the 

United States of America compared with Walker's Four 

Stages of HRP Model. 

Significance of the Study 

In spite of the importance of HRP, only two major 

studies have been conducted in the SHRP field since the 

publication of Walker's article thirteen years ago. The 

first was reported by Rizzo in 1984 and was a direct test 

of Walker's model (Rizzo 1984). The second was conducted 

by Nkomo in 1986 to determine to what extent business 

firms use the comprehensive long-run HRP models reported 

in the literature (Nkomo 1986). 

Rizzo's data confirmed Walker's model, but the 

researcher studied only the number of employees, 
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industrial classifications, and company financial status 

as part of the environmental factors which have major 

influence upon business HRP practices. Rizzo used a 

subjective industrial classification, and suggested using 

another classification and testing the influence of the 

other environmental factors to confirm the results of his 

study. He thought that changing the industry 

classifications might alter the results. Consequently, 

another classification should be used to confirm the 

validity of Walker's model (Rizzo 1984). Nkomo used a 

classification different from that of Rizzo, but her data 

suggest that HRP models are far ahead of current business 

practices (Nkomo 1986). 

The conflicting results of these two studies have 

also been found among other researchers. Some report that 

the practice leads the research, and others report a lag 

between the models and the practice. The conflicting 

findings of the research in the field of SHRF and the need 

to validate Walker's model are the basis for the present 

study, which attempts to determine the relationship 

between models and practice through evaluation of Walker's 

model. 

The present study continues Rizzo's investigation and 

incorporates his suggestions as well as those of Walker, 

Nkomo and others (Nkomo 1986; Rizzo 1984). In response to 

Rizzo's recommendation to test its results using different 



6 

classifications, the present study uses a very common 

classification in business research, Fortune's 500 

industrial companies and Fortune's 500 service companies. 

Furthermore, this study uses a different population and a 

different data instrument from those used by Rizzo and 

Nkomo. 

Research Objectives 

The general purpose of this study is to research 

current SHRP in rge, United States companies. Four 

specific objectives of this study are: 

1. to compare current practices of SHRP in large, t 

United States industrial corporations with practices of 

SHRP in large, United States service companies; 

2. to compare current practices of SHRP in the 

industrial sector and the service sector with Walker's 

model; 

3. to compare Walker's Four Stages of HRP model with 

current practices of SHRP at Fortune's 500 industrial and 

Fortune's 500 service corporations; and 

4 . to test the impact of the environmental factors 

that Walker proposed to have major influences upon SHRP 

practiced at large, United States business organizations 

in general and on the practices of SHRP in the industrial 

and service sectors independently. The environmental 

factors which are investigated in this research include: 

(a) number of employees, (b) industrial classification, 
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(c) economic environment, (d) social environment, (e) 

political environment, (f) geographical dispersion, (g) 

state of development of organization, (h) technology 

involved in the organization, (i) financial strength and 

stability, and (j) background and experience of key 

executives (Walker 1974). 

Research Hypotheses 

The following hypotheses are tested in this study * 

1. As it is currently practiced by a majority of 

large United States industrial and service companies, SHRP 

is comparable to the rudimentary stage of Walker's Four 

Stages of HRP Model. 

2. As it is currently practiced by a majority of 

large United States industrial and service companies, SHRP 

is comparable to the short-run planning stage of Walker's 

Four Stages of HRP Model. 

3. As it is currently practiced by a majority of 

large United States industrial and service corporations, 

SHRP is comparable to the state-of-the-art stage of 

Walker's Four Stages of HRP Model. 

4. As it is currently practiced by a majority of 

large United States industrial and service organizations, 

SHRP is comparable to the ultimate-level stage of Walker's 

Four Stages of HRP Model. 

5. There are major differences in the practice of 

SHRP in the industrial and service sectors. 
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6. SHRP, as currently practiced by a majority of large 

United States industrial and service companies, is 

significantly influenced by the following environmental 

factors: (a) number of employees, (b) industry 

classification, (c) economic environment, (d) social 

environment, (e) political environment, (f) geographical 

dispersion, (g) state of the development of the 

organization, (h) technology involved in the organization, 

(i) financial strength and stability as measured by annual 

revenue and net profit in the period 1975 to 1985, and (j) 

the background and experience of key executives. 
e 

Definition of Terms 

The following definitions are taken from William 

Tracey's Human Resource Planning and Development Handbook, 

(1985). They are accepted as definitions of these terms 

for this study. 

Current HRP practices include strategic human 

resource planning and development, career planning, 

information system and forecasting, evaluation, and 

selection of employees at any organizational level. 

Political environment includes the executive orders, 

legislations and regulations which have potential impact 

on corporate HRP practices. 

Economic environment involves changes in the leading 

economic factors, such as inflation and unemployment rate, 

that might have potential impact upon HRP practice. 
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Social environment concerns changes in the size and 

structure of the family and family members' relations that 

might have potential impact upon modern HRP practices. 

Technological environment is defined as changes in 

the technology that affect the nature of jobs and the type 

of products produced by American companies. 

Training technology involves any improvement in 

computer, telecommunications, and information technologies 

that can help improve quality, timeliness and effective-

ness of training; those that cam provide flexibility in 

both the organization and operation of training and 

development programs and reduce training cost. 

Management philosophy is a basic policy that 

influences the overall design of HRP policy and projects. 

Limitations 

The following are limitations of this study. 

1. The results can be generalized only to the 

population. The results do not include small and medium 

sized United States companies. 

2. The rate of return is limited due to the nature of 

mail surveys in general, and business research in 

particular, and because the population is scattered around 

the country. A letter of transmittal was used to enhance 

the respondents' rate of return as recommemded by several 

research authorities (Borge 1983; Milkovich 1985). 
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Summary of the Methodology 

This research used a mail survey to collect data from 

a sample of Fortune's 500 industrial and Fortune's 500 

service companies. The instrument was developed for this 

study. The concepts upon which this instrument are based 

have been taken from Walker's Four Stages of HRP Model. 

Factor analysis and MANOVA analyses are used in the 

statistical analysis stage of this study. 

Organization of the Study 

This is a comprehensive study of the current practice 

of SHRP in large United States business organizations. The 

study is divided into five chapters. Chapter I is an 

introduction to the study, which includes a statement of 

the problem, the purposes of the study, the hypotheses, 

the significance of the study, and the definition of some 

important terms used in this study. 

Chapter II is a review of related literature. 

Chapter III explains the methodology of the research. It 

describes the population, the sample and the sample size, 

the research design, the data and data instrument, the 

scale, the data collection method, and the data analysis 

techniques. Chapter IV presents the findings. Chapter V 

concludes the study with a summary, conclusions, and 

recommendations. 
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CHAPTER II 

REVIEW OF RELATED LITERATURE 

This background study builds upon articles obtained 

through two kinds of searches. The first was a computer 

search done in June 1986, from which twenty-six articles 

were obtained. Thirteen of the twenty-six are related to 

the subject of HRP. This search covered the years 1970 to 

1986, or fifteen years. The second was a manual search of 

Business Periodical Index and Dissertation Abstracts and 

Index. This search covered 1979 to 1987. Most articles 

used in this background review were obtained through this 

search, and some were obtained through inter-library loan. 

This chapter includes a comprehensive summary of 

Walker's article, which includes his four stages model, 

the research that dealt with this model, and a short 

summary of the developments in HRP models. 

Summary of Walker's Model 

Regarding the benefits that business would gain from 

using a comprehensive HRP system, Walker asserts that, 

Through human resource planning, management prepares 
to have the right people at the right places at the 
right time to fulfill both organizational and 
individual objectives. With proper planning and 
evaluation management is able to attract, retain, 
develop and utilize talent to meet organizational 
challenges of the future. At the same time, 

13 
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organization is able to provide employees with 
realistic and satisfying career opportunities (Walker 
1974, 19). 

According to Walker, the HRP process may be viewed as 

having three elements: forecasting, programming, and 

evaluation. Forecasting is the process by which 

management anticipates talent requirements by examining 

both individual and organizational plans. Programming is 

the process by which management plans actions that will 

meet organizational and individual needs and at the same 

time support key individual career decisions. Evaluation 

is the process by which management assesses the 

effectiveness of forecasting and programming in terms of 

organizational and individual impact (Walker 1974). 

Regarding environmental factors, Walker observed that 

organizational practice may vary according to the number 

of employees; the geographical dispersion; the stage of 

development; the technologies involved; the economic, 

social, and political environments; and the experiences of 

key executives (Walker 1974). 

Regarding the HRP, Walker found that practices of 

each HRP may be viewed in terms of four evolution stages, 

linked to organization circumstances or environmental 

factors such as those mentioned above. These four stages 

represent successive levels of complexity and scope in the 

system, procedure, and activities that make up an 

organization HRP (Walker 1974). 
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The four stages are listed below: 

1. The rudimentary stage, which is a basic approach 

to organization needs. 

2. Short-range planning cycle and a sensitive but 

large patternalistic approach to HRP. 

3. State of the art. Practice in HRP involves using 

computer capabilities and coordinating activities aimed at 

satisfying both short-run and long-run needs. Walker 

mentioned that major companies were at this stage in 1974. 

4. The ultimate level. At this stage, practice of 

HRP requires tools that may be on the drawing boards. 

Practices here are innovative and experimental. In 1974 

Walker stated that stage four may be viewed as futuristic 

(Walker 1974). 

Walker found that the tools being used in HRP do not 

appear to be adequate to meet the needs of management for 

proper planning and evaluation in HRP areas. He saw that 

the amount of money and time invested in HRP was too much, 

and if these investments were to yield the return that 

they should, more rigorous tools need to be added to the 

discipline of HRP. The four stages model is one of these 

tools. Walker advises human resource researchers to 

examine the validity and predictability of his model to 

predict and validate HRP practices of large corporations 

in the United States (Walker 1974). 
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Walker's Model Under Researchers' 
Investigations 

It has been observed that many HRP writers and 

researchers quoted Walker's Manpower Planning Model 

particularly after Walker published his Human Resource 

Planning (1980), which includes an explanation and 

elaboration on some parts of his model (Baird, Meshoulam, 

and Degive 1983; Fyfe 1986, Galosy 1983; Leibowitz, Keye, 

and Farren 1986; Meshoulam 1984; Knomo 1980). No attempts 

were made to test Walker's model other than Rizzo's 

research in 1984, which tested Walker's topology and 

selected environmental factors that were predicted to have' 

a major impact upon HRP. 

Rizzo evaluated Walker's model and concluded that 

most respondent firms fall within the two lowest levels of 

Walker's topology. His findings confirm the dependency of 

major corporations on rudimentary forecasting and 

placement techniques. The results of Rizzo's research 

indicate that the respondents were most concerned with 

internal labor resource management techniques and less 

concerned with external labor market forces. In addition, 

heavy emphasis is placed on training and development and 

less emphasis is placed on assessment methods and career 

and vocational performance information in the selection 

and placement process (Rizzo 1984). 

Rizzo also tested Walker's predictions of the 

influence of industrial classifications, number of 
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employees, and annual revenue on HRP, and found 

associations among these factors and sophistication of HRP 

practices in business. Rizzo suggested that different 

classifications should be used by future researchers, 

since he used subjective classification. Rizzo concludes 

that his analysis shows that Walker's four stages are not 

discrete, and Walker's heavy emphasis on employee-centered 

career planning and placement activities in the two 

advanced stages make the model less practical (Rizzo 

1984). 

Improvement in the Theories 
and Models 

This section concerns the most common models and 

developments of HRP models. The lack of sound development 

in HRP models and the impact of this shortcoming on HRP 

practice is presented in the last section of this review. 

Meshoulam reviewed organizational growth models, and 

used these models and theories as a guide to integrate his 

five stages of human resources development model. The 

stages that Meshoulam identified are the initiation stage, 

the function growth stage, the controlled growth stage, 

the function integration stage, and the cross function 

integration stage (Meshoulam 1984). 

Even though Meshoulam integrated his model to explain 

HR growth, his interest and explanation were more 

concerned with the organization growth than its HR growth. 
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In short, the author explained the impact of 

organizational change on HR functions taking the 

organizational growth stages approach. 

Russ (1984) presented a group of HR models and 

systems and their drawbacks and tried to solve these 

problems through his Commitment Manpower Planning Model. 

His model is an integration of employees' supply and 

demand into the organization's long-run planning, or its 

five-year plan. In his analysis, Russ was concerned with 

employees who can be promoted to higher jobs in the 

organization. The Russ model is an economy or supply-

demand model. 

Bejar and Milkovich (1986) investigated the 

relationship between business strategies and HR strategies 

(BHRS), and the strategy performance relationships among 

business strategies, HR strategies, business unit 

performance, and HR performance within business units. 

They studied 129 randomly selected business units. The 

authors used Hofer and Schendel's (1978) topology as a 

generic topology for their study. Hofer and Schendel 

proposed eight stages of organizational growth. The 

stages are market share, rapid growth, profit, operation 

turnaround, strategic turnaround, expansion, contraction, 

and liquidation. From this start the authors propose 

their model, which examines the relation between business 

units, business strategy, and HR strategy. 
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Bejar and Milk.ovi.ch found an association between a 

business unit's strategy, business functions strategies, 

and its HR strategies and between these two kinds of 

strategies and business units' performance. Bijar and 

Milkovich's model proposes that business task environment 

according to product market cycle and HR external 

environment influence business strategy, which, in turn, 

influences HR strategy, and both influence strategic 

business units and HR performance as shown in exhibits 1, 

2 and 3 of their model (1986). 

Smith studied HRP in four organizational development 

stages. He used the Organization Maturity Stages concept 

which is similar to the Product Life Cycle concept. Smith 

studied compensation, planning, selection, development, 

and employee benefits strategies in the embryonic, high 

growth nature, and aging stages of organization 

development stages (Smith 1982). 

Walton and Susman presented what they believe to be 

an ideal HR model derived from current practice (1987). 

Their model is made up of several rings. At the center of 

their model are the consequences that will follow directly 

upon the decision to introduce new technology to the work 

place. The middle ring identifies HR policy 

considerations that advanced manufacturing technology 

makes especially important. At the outer ring of the 

model are the supporting policies. They are prerequisite 
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to the effective use of the middle ring practices. 

Examples of HR policy are job design, selection, and 

appraisal. Examples of the supporting policies are union 

and management cooperation and employment continuity. 

Even though the authors used high technology plants, 

they found that these plants differ in their 

innovativeness and commitment to such advanced HRP 

practices. According to the authors, the most innovative 

plants were more likely to have strategic rationale for 

investing in advanced manufacturing technology as well as 

very high performance expectations, such as better job 

design (Walton 1987). 

Butensky and Harari investigated the HRP systems of 

twelve large American corporations in order to determine 

the extent to which HRP models deviate from HRP practice 

and the extent to which these models deviate from each 

other. They found that HRP systems often deviate markedly 

from the prescribed models which are discussed in the 

literature, and HRP systems vary greatly among themselves 

in terms of structure, function, and process. According 

to Butensky and Harari, the deviations were so marked that 

it was difficult to develop across the board conclusions 

and categorizations. Butensky and Harari related the 

deviations to the limited formal authority and 

responsibility of the HR department and to the lack of 

employees involvement in HRP processes (Butensky 1983). 
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This may be true, but the small sample size used by 

Butensky and Harari and the newness of HRP and HRM 

practices in general, are expected to have major roles in 

the researchers' inability to reach meaningful conclusions 

or categorizations as they expected (1983). 

Impact of the Lack of Development of 
Sound Models on HRP Practices 

From the previous survey of the literature, it 

becomes clear that almost no additional development has 

been made either in the models or the theories of HRP 

field since the development of Walker's model, although 

researchers have attempted to apply some of the models 

that have been developed in other fields to HRP practice. 

For example, some researchers of HRM have used supply-and-

demand models which originated in economics to explain the 

equilibrium under different situations (Galosy 1983). 

Other researchers tried to apply system theory which 

originated in psychology and biology and has been used 

recently in management and marketing studies, and others 

tried to apply the product life cycle concept, which 

originated in marketing studies, to HRP (Bejar and 

Milkovich 1986; Russ 1984). 

There is nothing wrong with applying these concepts 

and models to HRP practices if they fit the need and offer 

meaningful ideas that lead to field improvement as has 

been the case in the science and social science fields 
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mentioned above. However, because the researchers deal 

with human beings who have different expectations of their 

business organizations, these models do not offer what 

organizations and employees expect of the development. 

The inability of these models to offer meaningful 

guides may be a reason for top management's increasing 

desire to see their HR managers as people-oriented, 

concerned about understanding the needs of the business 

and acting as strong leaders. Top management wants HR 

managers to generate ideas for improving the management of 

people, to help the company develop its talent to meet 

rapidly changing demands, to initiate approaches for cost 

management and productivity improvement in people-

intensive aspects of the business, to change 

communication, and to shape corporate culture (Walker 

1986). 

The inability of researchers to introduce sound 

development in HRP theories might be a reason for the gap 

that still exists between the theory and the practice of 

HRP, because the models and theories are built upon 

imagination and models from other fields. 

That inability to develop sound models could be a 

reason why researchers find inconsistencies among HRM 

practice in business. The companies, in fact, lack the 

model and guide to lead them to achieve their objectives. 

That also could be a reason for the confusion that exists 
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in HRP fields where top management wants HR managers to be 

leaders in the development of HRP practice in their 

companies, although they are unable to define and 

communicate their expectations in many cases. At the same 

time, HR managers are often not able to perform 

effectively the function that top management expects of 

them (Walker 1986). 

American corporations have suffered many problems in 

HR because short-run solutions have been applied to 

situations which require long-term solutions. United ' 

States corporations are mature enough to have long-run 

solutions for their HR problems. They have been 

practicing solutions that helped them for a limited time 

and only partially cured their problems. These 

corporations need a cure, not a temporary relief, for HR 

problems. This can be achieved through practicing 

concepts such as those which were developed by Walker. 

The corporations will be better off if they are people-

oriented or employee centered and if they practice what 

their managers always say, that people are the most 

important assets and resources (Posner 1986). 
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CHAPTER III 

METHODOLOGY 

Research Design 

This study is a questionnaire type research with 

several control methods. The most important method for 

controlling validity is the random selection of sample 

members. Randomization with population frames that fit 

the research purposes allow the research results to be 

generalized. Cronbach Alpha was used to ensure the 

reliability of the instrument during pilot study and 

analysis stages of this research. The pilot study used 

fifteen cases from the population. 

Population 

The population of this research was comprised of two 

sub-populations: Fortune's 500 largest United States 

industrial firms, and Fortune's 500 largest United States 

service companies. The two lists appeared in the Fortune, 

April 28, 1987, and June 9, 1987, issues, respectively 

(Fortune April 1987; Fortune June 1987) . 

27 
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Sample 

Sample Selection 

Sample selection for this study was subject to the 

following considerations: 

1. Randomization was used to control internal and 

external validity threats to enhance the ability to 

generalize the research results. 

2. The number of items on the questionnaire had to 

cover many of Walker's concepts and test research 

hypotheses; consequently, the questionnaire consists of 

about 170 items in its three parts. 

3. To secure a high rate of return and to reduce the 

number of missing data, several methods were used: for 

example, the construction of the questionnaire, the 

sequence of the questions, and matrix sampling. Matrix 

sampling is simultaneous sampling of people and test 

items. It is a random sampling of a rectangular array of 

raw-column entries from a larger raw-by-column matrix 

population (Newell 1971; Sirotnik and Willington 1977). 

Matrix sampling has been shown to produce the same 

level of significance that can be obtained through random 

sampling. In fact, matrix sampling has been reported to 

produce better results in studies using large 

questionnaires similar to the one used in this study 

(Anderson 1983; Askegaad and Umila 1982; Grag, Boss, and 

Carlson 1986). 
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These considerations directed the use of matrix 

sampling or variable sampling which involves random 

selection within each cell for this study (Shoemaker and 

Kapp 1974). The questionnaire was divided into three sub-

questionnaires, each of which covered a special section of 

the research and was treated as a part of the major study. 

The first part covers environmental factors, forecasting, 

and informations systems. The second part covers planning 

and development. The third part covers evaluation of SHRP 

practices in corporations. Each of these three parts was 

tested in the industrial and service sectors. 
e 

The outcome of the above division is a six-cell 

matrix consisting of three raws (environmental factors and 

forecasting and information systems, planning and 

development, and evaluation of SHRP), and two columns 

(industrial and service companies). For each of these six 

cells a special sample was randomly selected without 

replacement. The Statistical Package for Social Science 

(SPSS) was used to draw the sample out of the population 

for each cell. 

Sample Size 

Fifty-one per cent of the two sub-populations, or 255 

industrial and 255 service companies, were randomly chosen 

as a sample for this research. These two samples of the 

two sub-populations gave this research a sample of 510 

cases from the total population. The 510 cases were 
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divided into six groups, equal to the number of matrix 

cells, to give each cell 85 cases. These 85 cases were 

selected randomly to represent the cell group. 

Sudman suggests that, in survey research, there be at 

least 100 subjects in each major subgroup and 20 to 50 in 

each minor subgroup whose responses are to be analyzed 

(Borge 1983; Sudman 1976). Using the following formula, 

this sample consisted of approximatly 81 companies from 

the industrial sector and the same number of service 

companies (Spalding 1976). If the two sub-populations arfe 

added, and the same equation is used, the number of cases 

is approximately 88 cases. 

NPQ 500(.5x.5) 
H =_ = =80.6 or 81 

E 2 7T~2 
N +PQ 500 + . 5x. 5 

Z 1.96 

n = sample size. 
P = the proportion expected in the sample. 
Q = 1-P. 
N = number of the population. 
E = the desired accuracy or allowable error. 
Z = the number of standered of normal deviates to include 

the level of confidence. 

The standard deviation is estimated by dividing the 
range into 6. The range in this research is the 
difference between the highest and the lowest values on 
the scale or 5 - 1 = 4 and 4/6 = .67. 

If the sample is drawn from one large population and 

if E = .1, then the sample is equal to 88. But the sample 

size equals 81 cases for each of the two sub-populations 

and 162 for the total population. 



31 

According to the rule of thumb followed by many 

researchers, ten to thirty cases are required for each 

hypothesis; therefore, this study requires a maximum of 

300 cases for the 10 hypotheses (Borge 1983). Based on 

the recommendation of researchers, the number of cases 

needed for this study, taking into account the low level 

of return that a mail survey normally obtains, ranges from 

100 to 300 for both the industrial and service sectors. 

For purposes of analysis, this research increased the 

sample to 510 cases. 

Data and Data Instrument 

Two types of data are used in this research analysis. 

The first is published data available from various sources 

on the number of employees, revenue, number of branches, 

and other similar data. The second type is primary data 

which was collected through a questionnaire survey. 

The questionnaire was generated through an extensive 

search of relevant literature on HRP. The purpose of the 

search was to find a better method for asking questions to 

test Walker's constructs. 

The questionnaire is divided into four major parts. 

The first is designed to measure the influence of the 

environmental factors listed in Walker's Model as 

perceived by the human resource directors. The last three 

sections measure the improvements in information systems 

forecasting, planning and development, career and 
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retirement planning, and evaluation, as perceived and 

experienced by the same high level managers. 

A group of five knowledgeable faculty members of the 

Department of Management at the University of North Texas 

were asked to test the content validity of the instrument. 

Items accepted by more than 50 per cent of the faculty 

were maintained; otherwise, items were replaced or 

dropped. Cronbach Alpha was used to test the reliability 

of the instrument at the analysis stage. The Cronbach 

Alpha coefficient ranged from approximately 90 to 96 per 

cent for the three parts of the questionnaire. 

The first thirty-six items of the first part of the 

questionnaire provide data to test the influence of 

environmental factors upon SHRP, which is stated in 

Hypotheses 6. The last three sections of the 

questionnaire provide data to test the first four 

hypotheses. Items thirty-seven through sixty-six 

investigate the current practices of corporations in 

information systems and forecasting areas of SHRP. Items 

one through thirty of the second part of the questionnaire 

investigate HHP (programming) and the remainder are 

devoted to HRD and demographic data. Items one through 

thirteen of the third part of the questionnaire 

investigate HR evaluation, and the remainder are devoted 

to checking on some environmental questions and collecting 

demographic data needed for comparison and analysis. 
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The Scale 

The responses to the majority of questions used in 

this instrument were recorded on a five-point Likert-type 

scale. This technique is considered by many research 

authorities to be the most appropriate method of measuring 

the direction and intensity of perception and certainty of 

respondents with regard to different concepts (Sudman 

1982). This scale, therefore, is the most appropriate 

scale because the research measures either the 

respondents' perceptions or beliefs about their companies 

HRP practices. Because the questions are related to HHP 
* 

practices of the companies {and the respondents know this 

and also know the purposes and objectives of the 

practices), this could mean that what is being measured is 

not their perception but their knowledge of the subject. 

Nonetheless, the respondents used their judgment to answer 

most of the questions; therefore, using the Likert-type 

scale should result in appropriate data. 

The second type of question used in this instrument 

is a yes-or-no question. The last type consists of open-

end questions which are used to obtain facts about the 

companies, such as number of branches and employees. 

Data Collection Method 

The United States Postal Service was used to collect 

the data. It is well known that the response rate to mail 

surveys is generally low, ranging from 10 to 50 per cent. 
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In his discussion of return rates, Mills states that a 

return rate of 14 to 50 per cent is appropriate for a mail 

survey (Mills 1985). For research similar to this study, 

10 and 11 per cent were recorded as a minimum and 50 per 

cent was recorded as a maximum. In a recent national 

survey, Masi used 11 per cent and considered that 

percentage as a representative sample (Mills 1985; Masi 

1987). 

Data Analysis 

Missing Data 

Missing data is one of the survey research problems 

that cannot be ignored. Fortunately, there are 

statistical methods to reduce the effect of missing data 

on research analysis and research results, especially if 

the data were missed randomly or did not take a specific 

pattern. The methods of treating missing data are covered 

in detail in the Handbook of Survey Research. Anderson, 

Bsilevsky, and Hum grouped the methods of treating missing 

data into deletion and estimation methods. The first 

group produced unbiased but less efficient results. 

Estimating missed observations produces unbiased, more 

efficient results in most cases. The authors state that 

neither using the mean nor other values to replace the 

missed observations can be shown to be uniformally 

superior (Anderson, Basilevsky, and Uma 1983). Therefore, 
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for this study the mean of complete observations for the 

missed observation substitutes in each variable. 

Statistical Analysis Methods 

Because the questionnaire used has many variables, 

factor analysis was used to isolate the variables that 

explain general factors. Additionally, MANOVA and 

regression analyses were used to identify factors that 

show the impact of each group of factors upon the 

dependent variables. The dependent variables are listed 

in the research problem and hypotheses. 
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CHAPTER IV 

FINDINGS AND ANALYSIS 

Introduction 

This chapter describes the composition of the sample, 

its major characteristics and distributions. The findings 

are arranged in a way that simplifies testing of the 

hypotheses. 

One of the major purposes of the study was to test 

the hypotheses related to Walker's model. Findings of 

this study are arranged in a way comparable to the four 

stages prescribed by Walker in his model. 

The general order for conducting this analysis was as 

follows: 

1. Factor analysis (Oblimin rotation) and multiple 

analysis of variance (MANOVA) were used to test for the 

effect of a group of variables or a set of factors on HR 

practice and for testing the difference between industrial 

and service companies (group difference). This is a major 

part of testing for the effect of environmental variables 

on the HRP practice {Hypothesis 6), and for the 

differences between industrial and service companies' 

practice of SHRP (Hypothesis 5). 

2. Percentile analysis and factor analysis were used 

to evaluate the stage of the development of SHRP practice 

38 
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at the present compared to Walker's Four Stages Model. At 

this stage of the analysis, tests for the effect of 

company size, industrial classification, and geographical 

dispersion on SHRP practices were conducted through cross 

tabulations and regression analysis. 

Composition of the Sample 

This research was conducted to study SHRP practices 

of large industrial and service companies in the United 

States in 1987, and the impact of several environmental 

changes on SHRP practices. The population of this study 

was made up of Fortune 500 industrial and Fortune 500 

service companies. 

The data were collected by mail from 247 companies in 

the United States. The total response rate was 

approximately 48 per cent of the total sample of 510 

companies. Total responses and the response rate for each 

group are shown in Table 1. 

Analysis of Table 1 data reveals that the return of 

the first mailing was about 30 per cent and was adequate 

to meet the minimum statistical requirements as presented 

in Chapter III. This encouraged engaging in preliminary 

statistical analysis, which was done in September 1987. 

That analysis revealed that strong conclusions might be 

achieved if the number of cases increased. 
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TABLE 1 

DISTRIBUTION OF THE RESPONDENTS 
ACCORDING TO CLASSIFICATIONS 

Environment, 
Forecasting, 

and HRIS P&D Evaluation Total 
IN SE TO IN SE TO IN SE TO IN SE TO 

First mailing 22 17 39 28 31 59 29 31 60 79 79 158 
Second mailing 12 12 31 13 15 28 19 10 29 51 37 88 
Unclassified 1 1 

Total 41 29 70 41 46 88 48 41 89 130 116 247 

P&D = planning and development, IN = industry 
SE = service, and TO = total 

The second mailing was sent in October 1987, and the 

return was eighty-eight questionnaires, or 18 per cent. 

These observations are classified according to industrial 

and service classifications used in the Fortune Directory 

for analysis reason, as shown in Table 2. 

Questionnaire variables were placed into four groups, 

comparable to the four stages defined by Walker in his 

model for ease of comparison and analysis. The 

distributions of variables in the four stages are 

summarized in Table 3 and Table 15. Appendix B contains a 

full description of the variables of the stages. 
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TABLE 2 

INDUSTRIAL AND SERVICE CLASSIFICATIONS 
OF THE RESPONDENTS 

Business classification Number Per Cent of 
Industrial or 
Service Co. 

Industrial companies 
Aerospace 
Apparel 
Beverage 
Building materials 
Chemicals 
Computers 
Electronics 
Foods 
Forest products 
Furniture 
Industrial and farm equipments 
Metal products 
Metals 
Mining (crude-oil products) 
Motor vehicles and parts 
Petroleum refining 
Pharmaceuticals 
Publishing and printing 
Rubber products 
Science and photo equipment 
Textiles 

Total industrial companies 

Service companies 
Diversified service companies 
Commercial banking 
Diversified financial companies 
Saving institutions 
Life insurance companies 
Retailing companies 
Transportation 
Utilities 

11 
2 
4 
8 
8 
5 

17 
16 

6 
2 
6 
8 
3 
7 
4 

10 
3 
2 
3 
5 
1 

131 

13 
17 
16 
14 
13 
16 
17 
10 

8 
2 
3 
6 
6 
4 

13 
12 
5 
2 
5 
6 
2 
5 
3 
8 
2 
2 
2 
4 
1 

100 

11 
14 
14 
12 
11 
14 
15 
9 

Total service companies 116 100 



TABLE 3 

DISTRIBUTION OF VARIABLES ON 
WALKER'S FOUR STAGES 
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Variable Numbers Stage I Stage II Stage III Stage IV 

HRIS 
37,38 40 and 41 
39 
42 to 46 

Forecasting 
47 to 52 
53 to 58 
59 X 
60 to 62 
63 
64 to 66 

Planning and 
development 
Planning 
2 
1,5,11-13,16,19,20,21 
23,24,28 
Development 
31 to 36 
40 to 50 
Evaluation 
1,7,10,11,13 
3,9,12 
4,6,8 

X 

X 

X 

X 

X 

X 

X 

X 

X 

X 

Three sizes of companies were defined for analysis 

and comparison. The limits between two sizes were set 

according to the following bases. Using Walker's 

definition, companies were defined as small if they 

employed fewer than 10,000 employees (Walker 1974, 19). 

Since the average number of employees at Fortune 500 
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industrial companies is about 27,000, more than 10,000 and 

fewer than 30,000 were the limits set between large-and 

medium-sized companies. The sizes and percentages of the 

three classifications are shown in Table 4. 

TABLE 4 

NUMBER OF RESPONDENTS ACCORDING TO 
COMPANY SIZE 

Size Number Per cent 

Small 
Medium 
Large 

Not available 

Total 

135 
53 
57 
2 

247 

55 
21 
23 
1 

100 

Financial stability of the companies was measured by 

average growth of return on investment (ROI) from 1975 to 

1986. This average was calculated from the data appearing 

in the Fortune Directory of April 27, and June 8, 1987, 

the same directory used to define the population. Three 

levels of ROI were used for this analysis. 

Classifications of the respondents according to average 

ROI are shown in Table 5. Companies with an average 

growth ROI of 25 per cent or more were grouped as high ROI 

companies. Companies with average growth ROI 
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TABLE 5 

DISTRIBUTION OF THE RESPONDENTS ACCORDING TO 
AVERAGE GROWTH OF ROI 

Average ROI Number Percent 

High ROI 79 32 
Medium ROI 99 40 
Low ROI 47 19 
Not available 22 9 

Total 247 100 

from 10 per cent and less than 25 per cent were grouped as 

average ROI companies, and those with growth rates below 

the average were considered as low ROI companies. 

General Characteristics 
of the Respondents 

Of the respondents 138 companies centralized their 

SHRP (56 per cent), and 109 companies decentralized their 

SHRP policies. Distribution of the respondents according 

to centralization and decentralization of SHRP policies is 

cited in Table 6. 

Studying the data of Table 6 reveals that the 

majority centralize SHRP policies. This probably is 

facilitated by high computer technology and the companies' 

desire to develop a SHRIS for the corporation as a whole. 



45 

TABLE 6 

DISTRIBUTION OF THE RESPONDENTS ACCORDING TO 
CENTRALIZATION AND DECENTRALIZATION 

OF SHRP POLICES 

SHRP Policy Number Per Cent 

Centralization 138 56 
Decentralization 109 44 

Total 247 100 

Sixty-three per cent of the HR directors stated that 

they are working in businesses that have grown in the last 

five to ten years, 15 per cent at stable businesses, 18 

per cent in shrinking businesses, and 4 per cent could not 

decide. 

In comparing their management with highly recognized 

corporations such as International Business Machines (IBM) 

and General Electric (GE), 72 per cent of the respondents 

stated that their management is slightly behind these 

advanced companies. Twenty per cent believe that they are 

at the same level, and 7 per cent said that they are more 

advanced than IBM and GE (Table 15, Appendix B). 

Forty-five per cent of the respondents consider 

management style to be conservative, 18 per cent 

categorized their management style as liberal, and 37 
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per cent categorized style of management as between 

conservative and liberal (Table 15, Appendix B). 

Fifty-two per cent of the respondents strongly agree 

or agree that it is difficult to demonstrate that HR 

projects are cost effective; nonetheless 29 per cent 

strongly agree or agree that SHRP programs are cost 

effective. These findings help explain why the majority 

of HRP directors have difficulty evaluating returns of 

their SHRP systems and programs (Table 15, Appendix B). 

Keeping up with changes in the external environment 

was difficult for at least 39 per cent of SHRP directors. ; 

Sixty-seven per cent said it is hard to keep up with rapid 

changes in the political and legal environments in the 

United States. These changes were followed by 

technological changes (52 per cent), economic changes (47 

per cent), and social changes (39 per cent) (Table 15, 

Appendix B). 

SHRP directors do not seem confident that top 

management supports SHRP projects. Fifty-six per cent of 

the respondents believe that it is a challenge to maintain 

a high level of support for SHRP from top management. 

This seems to correlate with findings that 52 per cent of 

the respondents said that it is hard to demonstrate that 

SHRP projects are cost effective. In other words, these 

directors have few methods to convince top management to 
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maintain its strategic commitments to SHRF (Table 15, 

Appendix B). 

The task, concerning the majority of managers, 

regarding SHRP, is linking SHRP to strategic business 

planning (SBP). Fifty-four per cent of the respondents 

strongly agree or agree that their managers are doing that 

at present. Forty-one per cent of HRP directors said that 

the task that managers are concerned about is short-run 

HRP. Thirty-three per cent said that their managers are 

most concerned about SHRP and development, and 31 per cent 

of the directors said that managers are concerned only 

about SHRP (Table 15, Appendix B). 

Studying the above percentages reveals that the 

majority of HRP directors believe their companies reach a 

high level of SHRP, and that they are trying to link SHRP 

to SBP. Still, a large percentage (41 per cent) have just 

started such programs and are concerned with the success 

of their short-run HRP programs. Finally, 31 to 33 per 

cent are concerned about the success of thier SHRP and 

their SHRP&D (Table 15, Appendix B). 

Impact of Environmental Changes 
on SHRP 

Hypothesis 6 stated that SHRP as currently practiced 

by a majority of large, United States, industrial and 

service companies is significantly influenced by the 

following environmental factors: (a) number of employees, 
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(b) industrial classification, (c) economic environment, 

(d) social environment, (e) political environment, 

(f) state of the development of the organization, 

(g) technology involved in the organization, (h) financial 

strength and stability measured by annual revenue and net 

profit in the period 1976 to 1986, and (i) the background 

and experience of key executives. 

The impact of internal and external environmental 

changes on SHRP practices was studied, using forty 

variables. Thirty-six variables were grouped in one 

section of the first part of the questionnaire. Industry 

classification, company size, and geographical dispersion 

appeared at the end of each of the three parts of the 

questionnaire, and average growth of ROI was calculated 

for all of the respondents. 

An examination of percentile analysis reveals that 

some of these variables were used more frequently than 

others. For example, 63 to 83 per cent of the HRP 

directors in the sample strongly agree or agree that their 

companies study trends in government intervention, equal 

opportunities, and health and safety regulations when they 

prepare their HRP projects. HRP directors do not have 

clear ideas or direction regarding the trend toward 

deregulation of American business. Thirty-three per cent 

of the sample study that trend and 36 per cent have not 

studied that trend (Table 16, Appendix B). 
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Sixty to 90 per cent of HRP directors in the sample 

stated that they study booming economy, recession, labor 

cost, trends of profit, productivity rate, and return on 

investment when they prepare their HRP projects. The 

aging work force, the dual career, and the changing 

composition of the work force--male-female--were trends 

studied by 44 to 50 per cent of HRP directors. 

Computer development, improving training technology, 

office automation, communication technology, and 

availability of high quality training providers as 

technology change were variables studied by 49 to 77 per 

cent of the HRP directors in the sample. The variables 

that explain the importance of HRP for future advances, 

such as maintaining established position in the industry 

and the importance of HRP for future competition, were 

studied by 50 to 57 per cent of the HRP directors in the 

sample. Top management beliefs, philosophy, experience 

and background were studied by 56 to 60 per cent of HRP 

directors in the sample (Table 16, Appendix B). 

An examination of percentile analysis presented in 

Table 16, Appendix B, explains that among the variables 

designed to measure the effect of internal and external 

environmental changes, some variables were used by many 

companies more frequently than the rest of the variables 

in the same set. That is inadequate, however, to judge 

the total effect of environmental changes or to determine 
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which set of variables (factors) discriminate more among 

the companies, and which factor has a greater effect than 

the rest of the factors. In other words, percentile 

analysis does not determine the variables (factors) that 

explain more of the variance among the companies (Table 

16, Appendix B). 

Achieving these objectives requires the use of factor 

analysis and multiple analysis of variance so that these 

variables can be grouped in a few manageable categories, 

and arranged according to their importance to measure the 

statistical significance of the total impact of the 

environmental factors on SHRP practice. These two 

powerful statistical techniques were used in this study 

(Baker and Baker 1984). The results of factor analysis 

and factor loading scores are illustrated in Table 7. 

These factors are arranged according to their importance 

in explaining the variance between American business HRP 

practice, and the variables are arranged according to 

their factor loading score. All of these variables load 

very significantly on the factors that they explain. The 

cut off score is .5 (Hair, Anderson and Tatham 1987). 

An examination of data in Table 7 reveals that 

managerial and market competition is the factor which 

accounts for the greatest variance among American 

companies. The most important variables that explain this 

factor are management beliefs and philosophy, which have 
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TABLE 7 

FACTOR ANALYSIS AND FACTOR LOADING SCORES FOR 
ENVIRONMENTAL VARIABLES 

Factors and Variables Factor Scores 

1. Managerial and market competition 
explained by: 
Management beliefs . .8924 
Management philosophy . .8250 
Maintaining established position 
in the market .6052 

Management experience and 
background 5722 

HRP for future development . . . . . . .5447 
HHP for keeping up with industry 
competition .5222 

Technological advancement, explained by: 
Training technology 
Communication technology 
Computer development 
Office automation 
High quality training providers . . 

Social economic changes explained by: 
Dual career family trend 
Changing composition of work 

force (male/female) . . . . . . . 
Changing American values of work . . 

Economic changes explained by: 
Recession 
Inflation 
Booming economy 

5. Employment factor explained by: 
Unemployment rate 
Employment rate 

Legal changes explained by: 
Health and safety regulations 
Drug and alcohol abuse regulation 

Family change explained by: 
Single household trend , 
Divorce rate , 

.7727 

.7404 

.7129 

.6895 

.5598 

7886 

6492 
5704 

7256 
6432 
6004 

8085 
7975 

7365 
6992 

7713 
7676 
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extremely significant factor loading scores (.8924 and 

.8250 respectively). The rest of the variables are listed 

in Table 7 and load very significantly on that factor. 

Technological advancement is the second factor 

explained by five variables, with factor loading scores 

from .5598 to .7727. These variables include 

communication, computer development, and office and 

training technologies. The third factor is social change 

which has economic impact on the family, such as the dual 

career family trend. The economic factor, the employment 

factor, and legal and political changes, factors four, 

five and six, explain less of the variance than any other 

factors. 

In summary, managerial and market competition is the 

most important factor, followed by technological change, 

social economic change, economic changes, employment rate, 

legal changes, and social changes. 

To facilitate MANOVA analysis, two factor analyses 

were conducted. The first was for environmental factors 

as independent variables. The second was for HRIS and 

forecasting as dependent variables. Next, the factor 

scores were used in MANOVA analysis, which revealed that 

these environmental variables have significant effect on 

HHP practice. 

MANOVA analysis revealed that about 78 per cent of 

the variance among large American companies in forecasting 
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their need of HR cam be related to different use of the 

environmental factors listed in Table 8. Company size, 

industrial classification, geographical dispersion, and 

ROI explained 17 per cent of that variance. 

An examination of the regression analysis (Table 8), 

with beta of .272 and t of 1.9881 at p = .05 revealed that 

there is a reasonable association between number of 

employees, which reflects company size, and the advanced 

forecasting techniques which characterize Stages III and 

IV of Walker's model. 

Geographical dispersion, as measured by 

centralization and decentralization of HRP policies and 

number of companies branches and location, affects the 

company's level of exchange of information with other 

businesses and social organizations. Exchanging 

information among businesses and other social 

organizations was used to determine the stage of the 

development of SHRP. Companies in Stages I and II 

exchange no information. Companies in Stage III exchange 

information on a small and average basis. Companies at 

Stage IV exchange information on a large scale basis. 

Studying regression analysis revealed that 

centralized companies exchanged no information (beta <= 

.2757, t = 2.033 and p = .047), and decentralized 

companies exchanged information on an average or small 

scale, (beta = .328, t = 2.5 and ja = .016). 
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TABLE 8 

SUMMARY TABLE OF REGRESSION AND CANONICAL ANALYSES 
FOR HRIS AND FORECASTING METHODS 

Independent 
Variables 

B Beta t-value Sig. of t 

Forecasting Method 1 

Num. of Emp. .08182 .13032 .90357 .370 
Main Business -.03056 -.14547 -1.05042 .298 
Cent or Dcent -.34285 -.16015 -1.15483 .254 
ROI -.05024 -.03702 -.25617 .799 

Forecasting Method 2 

Num. of Emp. .06772 .10790 .79018 .433 
Main business -.00431 -.02062 -.15725 .876 
Cent or Decent -.69965 -.32836 -2.50089 .016 
ROI -.27975 -.20718 -1.51391 .136 

Forecasting Method 3 

Num. of Emp. -.06772 -.11286 -.80016 .427 
Main Business -.05205 -.26045 -1.92305 .060 
Cent or Dcent -.17498 -.08591 -.63345 .529 
ROI .22026 .17064 1.20716 .233 

Forecasting Method 4 

Num. of Emp. -.00367 -.00955 -.06768 .946 
Main Business -.01866 -.14588 -1.07687 .287 
Cent or Dcent .35939 .27575 2.03266 .047 
ROI -.08138 -.09853 -.69686 .489 

Forecasting Method 5 

Num. of Emp. .17479 .27204 1.98808 .052 
Main Business .00222 .01038 .07897 .937 
Cent or Dcent -.41665 -.19094 -1.45122 .153 
ROI -.43129 -.31200 -2.27514 .027 
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TABLE 8 Continued 

Forecasting Method 6 

Num. of Emp. .06128 .08851 .60463 .548 
Main Business .03035 .13165 .93654 .353 
Cent or Dcent .08456 .03598 .25563 .799 
ROI -.14531 -.09756 -.66498 .509 

Univariate _F-tests For Forecasting Methods 

R R-sq. Ad j. JF value Sig of 
R-sq F 

Forecasting 1 .24120 .05818 .00000 .78758 .539 
Forecasting 2 .39469 .15578 .08957 2.35272 .066 
Forecasting 3 .31503 .09925 .02860 1.40481 .246 
Forecasting 4 .31431 .09879 .02811 1.39769 .248 
Forecasting 5 .39018 .15224 .08575 2.48292 .072 
Forecasting 6 .17222 .02966 .00000 .38974 .815 

Variance Explained by Canonical Variables"(Environmental 
changes) of Dependent Variables 

Can Var 

1 
2 
3 
4 

Pet Var 
Dep 

24.92 
15.25 
16.53 
17.42 

Cum Pet 
Dep 

24.92 
40.17 
56.70 
74.12 

Pet Var 
Cov 

13.98 
4.14 
3.09 
5.46 

Cum Pet 
Cov 

13.98 
18.12 
21.21 
26.97 

Regression Equation for the Effect of Some 
Environmental Changes on Forecasting HR. 

Y - bO + blXl+ b2X2; Y = .0178 + .312 XI + .272X2 
Where bO = constant, bl = beta!, b2 = beta2, XI = ROI 
X2 * Number of employee. 

ROI and number of employees were associated with advanced 

forecasting methods characteristics of Stage IV (beta = 

.312, t = 2.28 and p = .027 (Table 8). 

Observation of the results of multivariate test of 

significance showed that number of employees, geographical 
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dispersion, industrial classifications, and ROI have a 

strong impact upon business SHRP practice, with a high 

level of statistical significance (p < .001, Table 9). 

The results of multivariate tests of significance for the 

effect of company size, industrial classifications, 

geographical dispersion, and ROI on SHRP practices at 

large United States companies are shown in Table 9. 

TABLE 9 

MULTIVARIATE TESTS OF SIGNIFICANCE FOR HRIS, FORECASTING, 
PLANNING AND DEVELOPMENT, AND EVALUATION 

Test Name Value Approx. F Hypoth JDF Error DF Sig. 

Environmental changes: 

Wilks .21565 2.58234 36.00 222.00 .000 

Planning and development: 

Wilkis .07521 3.15279 44.00 160.00 .000 

Evaluation: 

Wilkis .52952 2.28771 20.00 216.00 .002 

Review of data in Table 9 reveals that the 

unexplained variance in forecasting and HRIS, P&D, and 

evaluation equals 21.6, 7.5, and 52.9 per cent, 

respectively, which means 92.5 and 47 per cent of the 

variance among American corporations concerning planning 

and development and evaluation HRP can be related to the 
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differences in company size, industry classification, 

geographical dispersion and ROI level, with statistical 

significance equal to .002 or less. 

SHRP at Industrial and 
Service Companies 

Hypothesis 5 stated that there are major differences 

in the practice of SHRP in the industrial and service 

sectors. To test Hypothesis 5, factor analysis was used 

to group HRP practices in HR forecasting, HR information 

systems, HRP&D, and HR evaluation in a group of factors. 

Factor scores were used in MANOVA analysis. The results 

of multivariate tests of significance for groups effect 

are shown in Table 10 

TABLE 10 

MULTIVARIATE TESTS OF SIGNIFICANCE FOR GROUP EFFECTS 
(INDUSTRIAL AND SERVICE) 

Test Name Value Exact F Hypoth DF Error DF Sig. of F 

1. Forecasting and HRIS 

Wilkis .95393 .40247 6.00 50.00 .874 

2. Planning and development 

Wilkis .84468 .68037 10.00 37.00 .735 

3. Evaluation 

Wilkis .94879 .49471 6.00 55.00 .810 
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Analysis of data in Table 10 reveals that none of 

these tests indicate a significant effect for group 

differences (industrial or service groups). This 

insignificant effect was found in forecasting HR, forming 

HRIS, planning and developing HR, and evaluating HR 

practices. The first number of the Wilkis test indicates 

the fraction of the variance that is not explained by 

group differences (Norusis 1985). Studying this fraction 

reveals that 95, 84, and 95 per cent of th© variance in 

forecasting, HRIS, P&D, and evaluation were left 

unexplained by group differences. Analysis of these data 

reveal that the explained part is only 5 to 15 per cent. 

These small percentages were not statistically 

significant. 

This is understandable because at this size and level 

of sophistication companies of both groups are expected to 

be familiar with advanced HRP techniques. Another 

explanation that can be offered for the insignificant 

effect of industrial and service groups is that many 

companies in both groups own large branches that can be 

classified differently. Therefore, the corporation as a 

whole may have access to and benefit from Improvements in 

other sectors, especially if centralization of policy is 

practiced by the company. In other words, classifying the 

company as an industrial or service company should not 

make much difference. 
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The above analysis, in short, reveals that the 

hypothesis that there is a major difference in the 

practice of SHRP in the industrial and service sectors is 

unacceptable. This hypothesis is rejected because no 

significant difference was found. 

Comparing SHRP with Walker's Model 
in Stages I and II 

In order to test Hypotheses 1 and 2, this section 

concerns the data pertaining to Stages I and II in HR 

forecasting, HRIS, HRPS&D, and HRP evaluation. This 

analysis leads to either acceptance or rejection of the 

hypotheses related to the analysis. 

In 1974 Walker stated that corporations employing 

3,000 to 10,000 using HRP practices compared to Stage II 

in his model, and that the major corporations using HRP 

practices compared to Stage III of his model (Walker 

1974). For this reason, very few questions were designed 

for Stage I, and a larger number were designed for Stage 

II. The majority of the questions were designed to test 

Stages III and IV. The number of items designed to test 

for each stage of SHRP practices are shown in Table 3. 

Forecasting HR Needs 

Stages I and II were tested by variables thirty-nine 

and fifty-nine through sixty-two of the questionnaire. 

These variables question the main objectives of the data 

collected by HRIS and the forecasting techniques that the 
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majority of the companies use at this stage. These 

forecasting methods include individual managers' 

projections, projected structure changes, planned changes 

in mission or operation, and changes in production lines 

or capacity. During Stage I, companies used criteria for 

planning or budget limits. 

Reviewing percentile analysis reveals that 60 to 75 

per cent of the directors in the sample strongly agree or 

agree that their companies use these techniques. Eighty-

five per cent use their KRIS to collect data about 

employees' job performance. The question is whether the 

majority integrate these techniques with other advanced 

forecasting methods. The question is answered by the 

analysis of Stage III techniques. 

Comparing the answers of HR directors on the above 

variables to the size of the companies through the cross 

tabulation process (Table 17 Appendix B) reveals that 50 

to 60 per cent of those who strongly agree or agree that 

their companies use these methods are small companies 

employing fewer than 10,000 employees. 

Factor analysis groups these variables in factor 

number three, which explains a small percentage of 

variance among American companies in forecasting and HRIS 

compared to factors one and two. The variables that form 

factor three, classic forecasting techniques, and their 

factor loading scores are listed in Table 11. 
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TABLE 11 

CLASSIC FORECASTING METHODS 

Variables Factor Scores 

1. Planned structure change .8325 
2. Planned changing in mission, operation or 

capacity .7816 
3. Individual managers projections .6470 
4. Prescribed planning criteria or budget limits .5697 

Reviewing factor analysis reveals that all the 

variables are loading very significantly on the factor 

(all above .5). The analysis also reveals that variable 

three (individual manager's projections for future need) 

which characterize Stage I is integrated with other 

methods at these small corporations. 

In summary, study of the results of percentile 

analysis reveals that the majority combined techniques 

used at Stages I and II, and factor analysis reveals that 

the forecasting methods used at these small corporations 

do not explain a large percentage of the variance among 

American businesses. 

HR Planning 

HRP planning was tested at Stages I and II by 

variables two and twenty-two. The first asked who plans 

for HR at the corporation. The analysis of the data 

revealed that the personnel department does that at the 

majority of businesses sampled (58 per cent). The second 

variable asked about the company's role in retirement 
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planning. The majority of businesses (85 per cent) 

considered employee retirement a private affair which did 

concern the corporation. 

The use of factor analysis groups this variable in 

factor nine which least explains the difference among 

companies. This again reveals that the majority of 

companies using HRP practices corresponded to Stage II of 

Walker's model. But the question about integration of HR 

techniques with other advanced methods remains unanswered. 

Evaluation 

Stages I and II in the evaluation field were tested 

by variables one, seven, ten, eleven and thirteen. 

Variable one asked about evaluation objectives as they are 

related to employee progress. The analysis revealed that 

95 per cent of the companies were seeking this goal in 

evaluation. The last four variables provided information 

about measurements that the companies use to evaluate HRP 

practice at Stage II. General cost benefit analysis, 

comparing employees' attitude and performance with other 

organizations in the industry, using an independent agency 

to evaluate HRP, and examining direction and changing rate 

of HR problems, such as productivity and turnover were 

some of these measurements. 

Reviewing data from Table 15 (Appendix B) reveals 

that a majority of the companies did not use the above 

methods. Only 43, 33, 6 and 39 per cent of HR directors 
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strongly agree or agree that their companies used these 

methods. 

The use of factor analysis groups these variables 

with some other measurements used in advanced stages of 

Walker's model in the first factor. Thus means of 

evaluation (normal and advanced) explain, in large part, 

the variance among American corporations. This indicates 

that companies are using a combination of different 

evaluation methods in different stages. 

In summary, data analysis reveals that in forecasting 

and planning HR, the majority of American corporations 

studied use techniques compared to those described in 

Stages I and II of Walker's model. The majority do not 

use evaluation techniques comparable to Stages I and II, 

however. 

Therefore, if Hypotheses 1 and 2 are judged according 

to forecasting and HRP&D, they cannot be rejected, and it 

can be said that the majority of United States businesses 

studied used practices compared to Stage IX of Walker's 

model. On the other hand, if evaluation data are used, it 

appears that the majority of the respondents use HR 

evaluation methods more advanced than those defining 

Stages I and II, and Hypotheses 1 and 2 cannot be 

accepted. 

These results can be explained in light of the fact 

that SHRP projects are long-range and expensive projects, 
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and business people want to find out if they are cost 

effective, or if there is a need to modify or change these 

projects. This leads to the use of more advanced 

evaluation techniques than those used for forecasting and 

planning for HRP projects. 

Comparing SHRP with Walker's Model 
in Stage III 

Testing whether the majority of businesses practiced 

SHRP comparable to Stage III of Walker's model was 

conducted through the group of items for forecasting, 

HRIS, SHRP&D, and SHRP evaluation. Because Walker 

mentioned that only the major corporations practiced HRP 

at this stage of the model in 1974, concentration on this 

stage and Stage IV was purposely done to find out whether 

the majority of the companies have adopted HRP practices 

as assumed in these stages of the model. 

Forecasting 

Testing for this stage in forecasting was done using 

items forty-seven to fifty-two in the first part of the 

questionnaire. Nineteen to 38 per cent of the sample 

strongly agree or agree that their companies used the 

following methods in forecasting their future need of HR: 

(a) examining trends of HR problems; (b) examining future 

trends of supply and demand of HR; (c) using computers to 

relieve their managers from routine forecasting tasks; 

(d) analyzing career paths and progress; (e) updating 
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their company's plan of talent needs; (f) updating their 

company's plan of career opportunities; and (g) using 

computer generated analysis of future trends of HR supply 

and demand. This percentage was not high enough to reach 

the majority level (50 per cent of the sample), which 

means that the majority did not reach this level of 

sophistication in forecasting HR. The effect of company 

size measured by number of employees upon forecasting 

methods is shown in Table 12. 

TABLE 12 
C 

PERCENTAGE OF COMPANIES USING HR FORECASTING METHODS 
OF STAGE III ACCORDING TO COMPANY SIZE 

Size Stage Variable Min Max 

Small III 47-52 14% 38% 
Medium III 47-52 21% 38% 
Large III 47-52 25% 63% 

Studying data in Table 12 reveals that 14 to 38 per 

cent of the directors of HRP who strongly agree or agree 

that their companies use these techniques are small 

companies. Twenty-one to 38 per cent are medium 

corporations, and 25 to 63 per cent are large 

corporations. Examining percentage analysis reveals 

clearly that the size of the company has an impact on the 

sophistication of forecasting methods used at Stage III of 
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development. In other words, it appears that size, as 

measured by the number of employees, is an important 

factor in the selection of HR forecasting techniques at 

Stage III of development as defined by Walker's model. 

Studying factor analysis reveals that these variables 

do not discriminate or explain a large percentage of the 

variance among businesses. They are grouped in factor 

five (Table, 18 Appendix B). 

HR Information System 

HRIS is a complicated technique used to collect data 

concerning many aspects of employees' characteristics, 

attitudes and behavior used in forecasting, planning, 

development, and evaluation of HR practices. Ten 

variables (37-46) were designed to test the level of 

sophistication of HRIS, at large United States 

corporations, as compared to Stage III of Walker's model. 

Studying the variables that were designed to test for 

Stage III reveals that 29 to 64 per cent of the sample 

strongly agree or agree that their HRIS gathers data about 

individual interests, skills, and knowledge which may be 

related to his or her work. On the other hand, 13 to 21 

per cent of the sample used HRIS to collect data related 

to psychological assessment and self-appraisal data, 

(Table 16, Appendix B). 

The above analysis indicates that in the aspects 

which are directly related to corporate objectives or to 



67 

work performance, the majority of the corporations used 

HRIS as assumed in Stage III of Walker's model. With 

regard to the aspects which have no direct relation to 

employees job performance, the majority of the 

corporations are far behind Stage III. Self appraisal and 

psychological assessment are examples of the last group. 

This lag is not related to the capability of the system, 

but may be related to management's inability or lack of 

desire to use these data, or because of the inability of 

HRP staff to secure the data for management. 

Factor analysis groups these variables in factor 
c 

three which explains a reasonable amount of the variance 

among large United States corporations. The variables 

loaded high on this factor (.5 or more). 

Planning 

Testing for Stage III was conducted using five 

variables (4, 5, 16, 23, and 24). These variables tested 

practice in recruitment and selection, succession 

planning, and planning for retirement. At Stage III, 

companies use an internal search for a qualified person 

first. Examining the data reveal that 90 per cent of 

United States companies studied depend upon their internal 

sources. In Stage III, companies use long-run career 

success indicators in their hiring practices. Forty-eight 

per cent of the sample used long-run career success 

indicators when they selected new employees. 
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At Stage III succession plans were formed for 

managerial levels only, and the candidates prepared for 

new vacancies on a pool base. The analysis reveals that 

only 32 per cent of the corporation reached that stage. 

At this stage, companies have a different policy 

toward retirement than they have in Stages II and IV. 

They still consider it a private decision, but the 

company's flexible roles influence individual employee 

decisions. Analyzing the data reveals that only 32 per 

cent of the companies have flexible roles that influence 

an individual employee's decision to retire, according to 

HRP directors. At the advanced level of this stage, 

corporations should consider retirement as a step on the 

employee career ladder. Only 19 per cent of the sample 

reached that level (Table 15, Appendix B). 

Analysis of the data reveals again that in the 

aspects which have direct relation to corporate benefits, 

such as the internal search for qualified employees for 

new jobs and using long-run career success indicators, the 

majority of the sample reached advanced levels of HRP 

(Stage III). In the aspects which have an indirect 

relation with corporate benefits or activities, that is, 

those which are employee-centered, the majority of the 

sample had not reached Stage III. 
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Development 

The majority of United States corporations studied 

(63 to 87 per cent) have development objectives compared 

to those defined in Stage III of Walker's model. They 

develop their employees to be up-to-date with new 

technology (63 per cent). Seventy-three per cent of the 

sample try to increase the level of employees' 

understanding of company roles and objectives through 

training sessions. Seventy-seven per cent of the 

corporations try to improve employees' relations, and 87 

per cent of the companies try to improve their employees* 

productivity. These results suggest that most of the 

corporations have reached the development stage comparable 

to Stage III of the Walker's model (Table 15, Appendix B). 

Evaluation 

Percentile analysis for the variables that were used 

to test for Stage III reveals that the majority of the 

corporations use HRP evaluation techniques comparable to 

Stage III of Walker's model. For example, 66 of the 

corporations create their own evaluation systems to fit 

their company's need; and 77 per cent review their HRP 

policies, systems, and practices for correction and 

enhancement annually. Thirty-eight per cent of the 

corporations evaluate their HRP through studying or 

examining the trend of their expenditure on HRP projects. 
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The first two variables (3 and 9) test for 

improvements in the quality of the purposes of evaluation, 

and improvement of the quality of the managerial decisions 

regarding HRP practices. The majority of the companies 

seek these improvements through advanced objectives and 

methods. Many of the HRP directors surveyed believed that 

the more they spend, the better they improve their HRP 

system, so they check trends of their expenditure on SHRP 

(Table 16, Appendix B). 

MANOVA analysis (Table 9) shows organization size, 

industrial classification, geographical dispersion, and 

ROI have a significant effect and can explain about 90 per 

cent of the variance among American companies. But the 

variance or the difference between industrial and service 

groups is very small and not statistically significant. 

In summary, analysis of the data reveals the 

following points regarding SHRP in large United States 

companies: 

1. The majority generally did not reach a stage 

comparable to Stage III of the Walker model in forecasting 

their HR needs. The majority of large companies, however, 

reached an advanced stage comparable to Stage III of 

Walker's model. 

2. In their HRIS, and planning techniques, the 

majority reached an advanced stage comparable to Stage III 

of the Walker model when the practices are corporate-
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centered or have a direct bearing on corporate decisions 

and objectives. If the practice is employee-centered, the 

companies are still at the primary stage. 

3. In development and evaluation of SHRP activities, 

the majority reached an advanced stage comparable to Stage 

III of the Walker model. In short, United States 

corporations have reached a stage comparable to Stage III 

of the Walker model in most SHRP activities. This finding 

suggests that Hypothesis 3 cannot be rejected. 

Comparing SHRP with Walker's Model 
in Stage IV 

Forecasting 

Studying the factor analysis of the variables that 

were used to test the different stages of business 

practices in forecasting reveals that most of the factors 

that explain the differences among companies are variables 

that measure Stage IV. The variables load very 

significantly on these factors (.5 or more). Factors, 

one, two, and four consisted of variables used to test for 

Stage IV. This means that a major part of the variance in 

forecasting among United States companies can be related 

to the advanced techniques used in some corporations. 

Factor three tested for Stages I and II and explained 

a lesser part of the variances among United States 

corporations. Factor five consisted of variables used to 

test for Stage III. This kind of factor arrangement 
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indicates that the most advanced forecasting method 

together with less advanced forecasting techniques best 

explain the largest part of the variance among United 

States businesses in forecasting HR needs. 

Testing whether the majority of United States 

businesses moved to Stage IV (the ultimate stage of 

Walker's model) was conducted using nine variables (53-55 

and 64-66). The first variable (53) tested whether SHRP 

information generated by a computer was used as a base for 

personnel decisions. It appears that a large percentage 

of the sample (44 per cent) achieved this level, even 

though the majority, more than 50 per cent, have not 

achieved it. 

Variables fifty-four through fifty-eight tested the 

level of exchange among companies and other social 

organizations of information that can be used in 

forecasting HR. Data analysis reveals that there is some 

exchange of HR information on different levels. The most 

common level of exchange of HR information is the average 

level. That is, while 59 per cent of the sample exchange 

HR information on an average scale, only 12 per cent of 

the sample exchange it on a very large or large scale, and 

24 per cent exchange it on a small scale. As mentioned 

earlier, exchanging information on a very large or large 

scale is one of Stage IV characterestics, and the above 
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data are an indication that few of the companies have 

reached Stage IV (Table 15, Appendix B). 

The last group of variables (64-66) tested for use of 

some sophisticated computer techniques in forecasting HE 

needs. Thirteen to 19 per cent of HR directors strongly 

agree or agree that their companies use updated annual 

computerized SHR plans, updated computerized individual 

career plans, or modeling and simulation of labor need 

flows on a continuous basis to forecast their company's HR 

need (Table 15, Appendix B). The general finding is that 

the majority have not reached Stage IV. 

HR Information System 

Studying factor analysis of HRIS variables reveals 

that most of the differences or variations among the 

companies concerning HRIS can be related to the 

differences in the level of sophistication of HRIS and its 

use. Factors one and two, which explain most of the 

variance, consisted of variables used to test for Stage 

IV, and all were very significantly loaded on these 

factors. Factor three is made up of variables used to 

measure or test for Stage III (Table 18, Appendix B). 

Thirty-eight to 49 per cent of the HR directors in 

the sample strongly agree or agree that their HRIS 

produces documents for personnel decisions and these data 

are used to initiate actions and analyze special personnel 
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problems, and that their system is corporate wide. This 

means that approximately one-half of the companies (49 per 

cent) have a corporate wide system to collect data on 

employees to use for personnel decisions (48 per cent) or 

to analyze special problems (38 per cent) (Table 19, 

Appendix B). It is interesting to note that the 

corporations that use data to analyze special problems 

which need more knowledge and skills are fewer than those 

which use the data for personnel decisions. 

If the above percentages are compared to the 10 and 

15 per cent of the personnel directors who strongly agree 

or agree that their HRIS provides data on individual 

employee behavior characteristics and individual employee 

general and on-the-job behavior, the previous conclusion 

about employee-centered and corporate centered SHRP is 

validated. In the first group the data are used directly 

for work related decisions, and companies reach a high 

level of sophistication comparable to Stage IV on HRIS. 

On the other hand, the data from the second group are 

employee centered, and fewer companies reach a high level 

of sophistication in SHRP. 

Comparing these percentages to the size (Table 13) 

reveals that size of the company does not have an 

important effect. 
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TABLE 13 

COMPANY SIZE EFFECT ON HRIS 

Size Variables 42 44 45 43 46 Size Variables 

Percentages 

Small 58% 62% 38% 43% 40% 
Medium 33% 29% 46% 43% 40% 
Large 9% 9% 15% 16% 20% 

Total 100% 100% 100% 100% 100% 

Analysis of the data in Table 13 reveals that 38 to 

58 per cent of the small companies are presented in each * 

variable. The analysis also reveals that 29 to 46 per 

cent are medium sized companies and 9 to 20 percent are 

large companies. 

Planning 

Forty per cent of the American corporations studied 

involve line managers in forming HRP, and only 2 per cent 

make HRP part of a line manager's job. The majority of 

the companies who use line and staff managers are large 

size companies (48 per cent), whereas 33 per cent are mid 

size, and 19 per cent are small companies. 

Variable ten tested the subjects' struggle to link 

SHRP to SBP. Studying data from Table, 15 Appendix B, 

reveals that 61 per cent of the corporations are striving 

to achieve this objective. This variable tested for the 

ultimate stage of Walker's model, and shows that the 
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majority are striving to get into Stage IV for the 

corporation's direct, long-term benefits. On the other 

hand, employee oriented planning, such as using a 

comprehensive career tracking system or using employee 

career plans, are still beyond the majority of the sample. 

Only 26 per cent of the sample strongly agree or agree 

that companies use a comprehensive career plan in SHRP 

(Table 16, Appendix B). 

Recruitment 

Stage IV in recruitment was tested by the 

corporations' use of their HRIS to match qualified persons 

to the new job, and 39 per cent of the corporations were 

already doing that. Early recruitment to give prospective 

employees the opportunity for better preparation, to 

select better talents for future jobs, and to involve line 

managers in SHRP was practiced by 29 and 45 per cent of 

the corporations, respectively. These percentages point 

out again that many of the companies are taking large 

steps in developing their SHRP practices which have a 

direct effect on the future of the corporation. These 

corporations have reached Stage IV of Walker's model. 

Very few, however, have taken similar steps when the 

practice is employee oriented or professionals are needed 

to use HRIS to match qualified persons to new jobs (Table 

15, Appendix B). 
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What this analysis shows is that the majority of the 

companies are in a transitional period. They have the 

technological capability to perform highly sophisticated 

HRP, but lack the professional or managerial staff to do 

this planning. These companies also may lack the 

commitment of top management to SHRP, as was discussed at 

the beginning of this chapter. 

Career Planning 

Most of the respondents stated that career planning 

is the private business of the individual employee. 

Walker considers using employees' career plans in SHRP a ' 

major characteristic of the companies who reach Stage IV. 

Nevertheless, 48 per cent of the subjects offer career 

guidance and counseling for employees to make realistic 

career plans. Twelve per cent offer placement assistance 

to help employees if suitable opportunities are not 

available within the company (Table 16, Appendix B). 

Succession Planning 

The first two variables of the first factor are used 

to test for Stage IV of the Walker model. This means that 

business practice in succession planning at this 

sophisticated level explains a major part of the variance 

among business companies in the programming (planning) 

field (Table 18, Appendix B). 
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When the companies were asked if their strategic 

succession plan was a result of a strategic development 

plan, 35 per cent of the sample strongly agreed or agreed 

that their succession plan is a result of a strategic 

development plan. The majority of the subjects review 

their succession plan annually to correct any discrepancy 

and to assure effectiveness of their action plan (61 per 

cent). This percentage indicates how seriously the 

companies consider the effectiveness of succession plans 

for the benefit of their corporations. Because the 

succession plans apply only to the top managerial level, 
«C 

studying these data cannot lead to the conclusion that the 

majority of United States corporations are at Stage IV of 

Walker's model. 

Special Leave 

Special leave program variables form the third factor 

in factor analysis. This means that the differences among 

United States corporations in this area explain a 

reasonable part of the variance in KRP. Availability of 

special leave for special talents and middle or high level 

of management loaded very significantly on this factor, .5 

or more (Table 18, Appendix B). 

Very few companies have special leave programs 

available for any employee (18 per cent). Only about 30 

per cent of the sample have special leave programs 

available to their employees who have special talents or 



79 

for employees who occupy middle or high managerial level 

jobs. These variables are measurements for Stage IV and 

the percentile analysis reveals that the majority of the 

subjects have not reached this stage (Table 16, Appendix 

B) • 

Comparing these percentages to corporate size reveals 

that the majority of companies that have achieved advanced 

HR strategies in retirement and special leave are large 

(Table 18, Appendix B). Thirty-six to 58 per cent of the 

HR directors who strongly agree or agree that their 

companies use these advanced strategies represent large 
C 

corporations. Seventy-five to 95 per cent of the 

companies that do not have these advanced special leave 

and retirement strategies are either small- or medium-

sized companies. This indicates that company size plays a 

major role in this part of SHRP. 

Seniority 

Factor analysis of the variables that measure the 

differences among companies groups the variables that 

disregard the effect of seniority roles on the employee's 

future in the second factor. Variables that disregard 

seniority roles load very significantly on factor two (.7 

to .9). The companies that give seniority a minimum role 

in their decisions regarding employees progress, 

development, and compensation are at a development stage 
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comparable to Stage IV of the Walker model (Table 18, 

Appendix B). 

The majority of the respondents (44 per cent to 52 

per cent) strongly agree or agree that seniority or age 

differences plays a minimum role in their decisions 

regarding employee progress, development, or compensation 

(Table 16, Appendix B). This means that other 

qualifications such as education and leadership are 

considered more important than seniority and that most of 

the subjects have a very advanced policy comparable to 

Stage IV of the Walker model (Table 16, Appendix B). 

HR Development 

Factor analyses of the variables that were designed 

to test stages of the development in SHRP at large United 

States companies in the HRD field are shovm in Table 14. 

Reviewing the data in Table 14 reveals the following 

points: 

1. The most significant part of the variance among 

American companies can be explained by the different goals 

that these companies aim to achieve through HRD. 

2. Following this factor are the variations related 

to advanced training and development methods, such as 

cross- departmental and function lines assignments. 
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TABLE 14 

FACTORS AND FACTOR LOADING SCORES 
FOR HRD VARIABLES 

Factors Variables Factor Score 

F.l HRD objectives: 

Increasing level of emp. understanding 
of company roles/objective -8358 

Increasing employee relation .6737 
Keeping up to date with new technology .5166 
Developing performance standards .5026 

F.2 HRD Advanced Methods: 

Cross dept. assignments .6737 
Job rotation .5547 
Developmental plan for each employee .5002 

F.3 HRD Classic Method: 

On the job coaching .6454 

3. These two factors consist of variables designed 

to test for the state of development comparable to Stage 

IV of Walker's model, and suggest that the real 

differences can be explained by different objectives and 

development methods. 

Studying MANOVA analysis suggests that (1) the 

effects of company size, type of industry or service, 

geographical dispersion of HRD policies, and ROI are 

important and that these variables explain 80 per cent of 

the differences among American corporations with a very 

high statistical significance level (p = < 001), and (2) 



82 

the above variables have no different effect on industrial 

and service companies. The small effect of the industry 

groups is not statistically significant (F significance is 

.435). 

HRD Objectives and Methods 

The performance of the subjects in development 

objectives is very good. Sixty-three to 87 per cent of 

human resources directors strongly agree or agree that 

their corporations have the development objectives 

presented in the questionnaire. This means that training 

employees to develop performance standards to evaluate ' 

their performance in order to use self-appraisal methods 

effectively and training them to solve their problems and 

make right decisions were characteristics of Stage IV. 

Surprisingly, 82 and 71 per cent of the HRP directors 

strongly agree or agree that these two objectives were 

among their company's developmental objectives. This 

means that the majority of American businesses surveyed 

were at this stage in 1987. 

The question is, are these corporations using 

training methods that Walker prescribed for Stage IV? The 

answer is no. Thirty-two to 47 per cent of HRP directors 

strongly agree or agree that their corporations have a 

strategic development plan that uses an advanced method 

for preparing their employees for future jobs, such as 

cross-departmental assignments and job rotation. 
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The conclusion of this analysis is that the majority 

of subjects have high expectations of their development 

plans, but the majority need to improve their training 

methods to match their objectives. The lag with regard to 

this side of development kept the subjects slightly behind 

Stage IV of Walker's model. 

Evaluation 

Studying factor analysis reveals that all of the 

variables that were used to test for Stage IV load heavily 

on factor one and explain the largest part of the variance 

related to evaluation among large United States companies.' 

Factor two consists of the variables used to test for 

Stage II. These results reveal that most of the variances 

can be related to the advanced levels of the techniques 

used for evaluating HRF systems, policies, and practices. 

In other words, the advanced techniques together with the 

less advanced group accounted for most of this variance. 

The evaluation practices used by the majority in Stage III 

explains part of the difference, but less than that 

explained by the first two factors (Table 18, Appendix B). 

Reviewing percentile analysis of this research data 

reveals that 33 per cent of the companies calculated 

direct and indirect costs and benefits of SHRP projects 

and reported this calculation for the consideration of 

management. The information about HRP system cost and 

benefits is made available to the managers and to 
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investors by 23 per cent of the subjects. Self appraisal 

as an evaluation technique for SHRP was used by 20 per 

cent of the sample. Only 5 per cent of the sample used 

computerized simulation techniques to evaluate their SHRP 

systems and practices. 

However, these variables measure practices defined in 

Stage IV of Walker's model. Although many large United 

States corporations have access to computer facilities, 

the low percentages of companies that use these techniques 

indicate that most advanced evaluation methods are still 

beyond 95 per cent of large United States corporations. 
C 

The same conclusion can be drawn regarding the evaluation 

methods that need an educated, trained, honest employee 

and* a well-organized advanced managerial system, such as a 

self-appraisal method. Only 20 per cent of the sample 

used this evaluation method. Thirty-three per cent of the 

sample was concerned with costs and benefits of SHRP and 

had the ability to calculate direct and indirect costs and 

benefits of their SHRP. This achievement (calculating 

indirect effect of SHRP) assures that whenever the 

practice is directly related to the future of the 

corporation, many of the companies studied, and sometimes 

the majority, reach a high level of sophistication 

comparable to Stage IV of Walker's model. 

In summary, analyzing the data reveals that the 

majority of companies sampled fall short of reaching 
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evaluation techniques comparable with those of Stage IV in 

Walker's model. The data reveal also that a number of the 

subjects have moved to this stage. That number is large 

when the practice or the policy is corporate-centered, and 

small when the practice is employee-centered. 

The previous analysis (factor and percentile 

analysis) reveals the following facts. 

1. In general, the majority of United States 

companies studied passed Stage II of Walker's Four Stages 

Model with regard to HRIS and forecasting. 

2. Regarding sophistication of HRIS, and use of 

sophisticated forecasting methods, if the data will be 

used directly in personnel decisions, many companies, and 

the majority in some cases, passed from Stage III to Stage 

IV. On the other hand, if the data require highly-skilled 

professionals to use it, very few companies pass from 

Stage III to Stage IV. 

3. Analysis of most of the answers reveals that the 

majority of large United State corporations are still at 

Stage III of Walker's Four Stages Model. 

The analysis confirms what Walker predicted in his 

model. Instead of a few major corporations being at Stage 

III in 1974, the majority of businesses were at this stage 

in 1987, and some of these corporations had partially 

moved to Stage IV. 
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Chapter Summary 

The data that were used in this analysis were 

collected by mail from 247 United States industrial and 

service companies listed in the directories of Fortune 500 

industrial and Fortune 500 service corporations. The data 

were collected concerning SHRP practices. 

The purpose of this study was to test the effect of 

internal and external environmental changes on SHRP 

practices in business. This includes market competition, 

management beliefs, philosophy, experiences and background 

of top executives, and technological, legal and political, 

and social and economic changes. Company size, industry 

classification, ROI, and geographical dispersion are 

environmental variables tested in this research. 

Another purpose was to test whether or not there is a 

major difference between the practice of SHRP at 

industrial and service corporations. The last major 

purpose was to compare the stage of business practice in 

1987 with Walker's Four Stages Model of 1974 to test the 

validity of Walker's model in predicting emerging SHRP 

practices. 

Six hypotheses were formed to test for the above 

objectives. One was designed to determine the effect of 

environmental changes on SHRP practices. Other hypotheses 

were formed to measure the difference between industrial 

and service corporations. The third, fourth, fifth and 
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sixth hypotheses compared SHRP practice in 1987 with the 

four stages of Walker's model. 

Three types of statistical analysis were used in this 

study. MANOVA analysis was used to measure the effect of 

environmental variables on SHRP practices such as HRIS, 

P&D, and evaluation. Achieving that purpose required 

using factor analysis to group environmental variables in 

a reasonable number of factors representing the 

independent variables. The same need exists for the 

variables which represent the dependent variables {SHRP 

practices). Different factor and MANOVA analyses were 

used with different major SHRP practices. 

Factor analysis was used for determining which one of 

the factors or the variables had a significant effect on 

SHRP at different stages. The third kind of statistical 

analysis used in this study was percentile analysis. This 

analysis was used mainly to determine which stage of 

development SHRP was practiced in business in 1987, as 

compared to Walker's Four Stages Model. Cross-tabulation 

analysis was used in some cases to determine the effect of 

company size and other variables on SHRP practices. 

To make the analysis comparable to the study 

hypotheses, data were grouped in five groups based on five 

of the study hypotheses. The sixth hypothesis was tested 

by grouping the respondents into two groups using 
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different identification numbers for each group on the 

data files. 

The major findings of this study are the following. 

1. Environmental variables have very significant 

effects on corporate practices of SHRP. Managerial and 

market competition, technological changes, and economic 

changes are the three factors which affect SHRP more than 

the rest of the factors, according to factor analysis. 

Company size, industry classification, geographical 

dispersion, and ROI are among the environmental variables 

that have a significant effect on corporate SHRP 

practices. 

This means that Hypothesis 6, which tested the 

environmental effects, cannot be rejected, and Walker's 

prediction about the major influence of these 

environmental changes has been supported (upheld). 

2. The difference between the practice of SHRP in 

industrial and service companies is minimal and has no 

statistical significance. Group effect is less than 9 per 

cent and the F test of significance, which should be .05, 

is about .8 or more. This can be explained in two ways. 

The first is that firms of this size have the ability to 

pay for advanced SHRP and purchase this service from the 

market. Second, many corporations in both groups have 

access to the advanced SHRP techniques used in either 

group because they own large branches in both groups. 
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Whatever the reason, the analysis reveals that Hypothesis 

5 is not valid because the difference is not statistically 

significant. 

3. The companies are integrating SHRF practices from 

different stages. The limits between the stages are not 

discrete. Companies combine practices from Stages I and 

II with practices from Stages III and IV. 

4. The analysis shows that Hypotheses 1 and 2 can be 

rejected, but Hypothesis 3 cannot be rejected. In other 

words, the practice of SHRP in large corporations is 

comparable with Stage III of the Walker model. 

5. When SHRP activities are related directly to 

corporate objectives or personnel decisions, a large 

percentage of companies use SHRP practices more advanced 

than those which define Stage III of the Walker's model. 

6. When SHRP activities are employee-centered, such 

as career and succession planning and planning for 

retirement, a small number of corporations use practices 

comparable to Stages III, and very few companies use 

practices comparable to Stage IV of Walker's model. 

7. The analysis reveals that the majority of United 

State corporations had not reached a stage of development 

comparable to Stage IV of the Walker model. In other 

words, Hypothesis 4 cannot be accepted. 

8. The analysis, in general, reveals that Walker's 

prediction that the corporations will pass through four 
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emerging stages appears to be true. In 1974 the largest 

number of the large corporations in the United States were 

at a stage comparable to Stage II of Walker model. In 

1987, the majority had reached Stage III. 

9. If the trend of development continues, the second 

major move of the majority of United States corporations 

will be to SHRP practices comparable to Stage IV, which 

include more advanced practices and professional employees 

to conduct them. This is expected to take place very soon 

because the companies have a high level of technology 

which will enable them to achieve this level quickly. At 
C 

this level, companies will be able to find out that SHRP 

projects are clearly cost effective, and this will lead 

them to the second side of the Walker model (employee-

centered activities). This is expected to take place when 

most United State businesses have achieved advanced SHRP 

policies comparable to the level of technological 

advancement that corporations have already achieved. 

These research findings support many conclusions of 

other researchers, help explain the reasons for some 

differences, and resolve some conflicting results among 

SHRP researchers. These relationships are discussed in 

detail in the next chapter. 
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CHAPTER V 

SUMMARY, DISCUSSION, CONCLUSIONS, IMPLICATIONS, 

AND RECOMMENDATIONS 

Summary 

This study investigated the current practices of SHRP 

at large industrial and service companies in the United 

States and compared the current practices of SHRP at large 

United State companies with Walker's Four Stages of HRP 

Model. 

Three major purposes were planned to be achieved in 

this study. The first was to study SHRP at large 

industrial and service companies. Studying the effect of 

environmental variables on SHRP was the second objective. 

Comparing SHRP practices in large United States 

corporations with Walker's Four Stages Model to validate 

the predictability of this model was the third major 

objective of this study. 

Six hypotheses were tested in this study. Four were 

designed to compare SHRP practices at large United States 

corporations with Walker's model. The fifth hypothesis 

was designed to compare SHRP practices in industrial 

companies with SHRP practices at service companies. The 

sixth hypothesis was designed to investigate the influence 

92 
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of environmental changes upon the practice of SHRP in 

large businesses in the United States of America. 

A mailed questionnaire was used to collect data for 

this study from Fortune 500 industrial and Fortune 500 

service companies. The length of the questionnaire and 

the expected low rate of return and high rate of missing 

data suggested the use of matrix sampling to reduce the 

effect of these problems. The questionnaire was divided 

into three parts. The first part covered environmental 

changes, HRIS, and forecasting HR needs. The second part 

covered SHRP&D, and the third part covered evaluation of 

SHRP. 

Random selection processes were used to select the 

companies from the population. Two hundred and forty-

seven usable questionnaires (48 per cent rate of return) 

were used in the study analysis. The data were collected 

from 130 industrial companies and 117 service companies 

listed in Fortune directories of the largest 500 

industrial and largest 500 service companies in the United 

States. 

The major findings of this research were as follows. 

1. Environmental changes measured by the variables 

listed in the questionnaire have very significant effects 

on corporate practices of SHRP. These changes explain 78 

per cent of the differences between corporate practices of 
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SHRP. This means that the results of this study support 

Hypothesis 6. 

2. The difference between the practice of SHRP at 

industrial and service companies is minimal and has no 

statistical significance. This means that Hypothesis 5 

cannot be accepted. 

3. The companies are integrating SHRP practices from 

different development stages. 

4. The analysis showed that Hypotheses 1, 2, and 4 

can be rejected. In other words, the practice of SHRP in 

large corporations is comparable to Stage III of Walker's 

model. 

5. When SHRP activities are related directly to 

corporate objectives or personnel decisions, a large 

percentage of the companies used SHRP practices more 

advanced than those which define Stage III of Walker's 

model. 

6. When SHRP activities are employee-centered, such 

as career and succession planning and planning for 

retirement, the majority of the corporations in some cases 

used practices comparable to Stage III, and very few 

companies used practices comparable to Stage IV of 

Walker's model. 

7. The analysis revealed that the majority of United 

State corporations did not reach a stage of development 

comparable to Stage IV of the Walker model. 



95 

8. The analysis, in general, revealed that Walker's 

prediction that corporations will pass through four 

emerging stages appears to be valid. The majority, which 

were at a stage of development comparable to Stage II of 

Walker's model in 1974, were practicing SHRP comparable to 

Stage III of the model in 1987. 

9. If the trend of development continues, the second 

major move of the majority of United States corporations 

would be to SHRP comparable to Stage IV, which includes 

more advanced practices requiring highly skilled 

professional employees to conduct them. This is expected 
C 

to take place soon because the companies have a high level 

of technology which will enable them to achieve Stage IV 

quickly. 

10. A slight majority of the companies (52 per cent) 

still have difficulty evaluating their SHRP objectively 

and in demonstrating that they are cost effective projects 

in the long run. Less than one-third of the respondents 

(29 per cent) stated that SHRP practices are cost 

effective. 

11. Keeping up with technological, political, legal, 

and economic changes in the United States was difficult 

for the majority of SHRP directors sampled. 

12. Gaining and maintaining top management 

commitment and support for SHRP still represents part of 



96 

the challenge that faces SHRP directors in the majority of 

United States corporations. 

13. The majority of the strategic planners at United 

States corporations (54 per cent) are concerned with 

linking SHRP with SBP, and about one-third of the 

respondents are concerned about the success of their 

SHRP&D. 

Discussion 

Two major findings are discussed in this section. 

The first is related to the relation between SHRP 

practices and models. The second is related to possible 1 

future direction of the development of SHRP practices. 

SHRP Models and Practices 

Regarding conflicting results among SHRP researchers 

concerning the lag between the models and the practices 

which were reported in Chapter I concerning the question 

of which one leads the other, the research findings 

explain that conflict. This study found that SHRP 

practiced by United States corporations is more advanced 

in corporate-centered aspects than SHRP activities that 

can be defined as employee centered. This finding plays a 

major role in explaining the conflict among researchers. 

Some researchers concentrated their efforts on the 

corporate side of SHRP&D, and their results led them to 

report that the practice is leading the models. This 
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conclusion occurs more frequently when the researchers 

report on one or a group of companies that lead SHRP 

practices, such as International Business Machines and 

General Electric. 

On the other hand, when the researchers concentrated 

their studies on employee-centered aspects of SHRP, their 

findings led them to conclude that the models are far 

ahead of the SHRP practiced by the majority of United 

State corporations. This conclusion occurs more 

frequently in national surveys that use a large sample, 

because SHRP is relatively new for the majority, and it is 

natural that the management of many companies give more 

attention to the activities that facilitate their 

decision-making process and those that promise quick 

return for the corporation. In other words, short-run 

thinking has more influence than long-run thinking at this 

stage of development. 

When SHRP researchers balanced corporate and employee 

needs, the findings led them to logical conclusions. 

These conclusions took into account the findings of many 

researchers that the development process passes through 

stages starting with corporate-centered activities which 

promise maximizing corporate objectives. Later when the 

company reached a stable position in SHRP, or when 

management found out that they could not achieve full 

improvement by using corporate-centered SHRP, management 
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directed its attention to employee-centered aspects of 

SHRP. This movement starts normally with the leaders who 

have the managerial and financial ability to lead the 

development processes. 

This study found that major corporations are 

practicing many of the advanced SHRP characterestics which 

describe Stage IV of Walker's Model. These advanced 

practices influence the models which are used by the 

researchers to measure and compare the behavior of the 

followers. For that reason, this research suggests that 

the gap will always be present. The question should be 
ft 

related to the length of time that the majority will take 

to narrow the gap. This study found that improvement is 

going on at a faster rate than it was at the end of the 

1970s and beginning of the 1980s. In other words, the 

time needed for closing the gap is becoming shorter. 

The findings of this study help to explain why there 

is a lag between the models and the practice of SHRP which 

was reported in Chapter I and suggest that the lag will 

most probably persist. This lag exists between the 

practice of entrepreneurs who take the lead and influence 

the thinking of the models' founders, and the models which 

put together the results of many experiments to explain 

and suggest appropriate behavior for the followers, who 

represent the majority of United States companies. This 

lag started wide and then was narrowed by fast movement of 
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the followers who benefited by the models and advanced 

communication technology. 

This explanation, which is supported by the new 

direction of SHRP writers, has encouraged practitioners 

and researchers to take into consideration corporate and 

employees' needs. This direction appeared in Hooper's and 

Catabanello's recent article which advised HR managers to 

evaluate their potential for people planning success by 

assessing the extent to which the following practices 

accurately represent their company's current planning 

process. The suggested practices are (1) total company 
C 

approach to SHRP; (2) SHRP occurs simultaneously with SBP; 

(3) management and HR staff participate in the development 

of SHRP; (4) relevant information is collected and used as 

the base for planning; (5) SHRP is in a place that 

supports the overall direction of the business; and 

(6) planning processes are periodically evaluated (Hooper 

and Catalanello 1987). 

The same direction was taken by Flamholtz et al. when 

they considered the tone of personnel management in the 

next fifteen years. They concluded that none of the 

directions predicted to take place in the field are new. 

What is new is the growing recognition that, successful HR 

management depends on SHRP. As Flamholtz et al. stated, 

in a predominantly service-based economy, attention to 

SHRP will become increasingly important for companies that 
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hop© to stay competitive (Flamholtz et al. 1987). The 

adoption of this direction by many SHRP writers is 

reducing the time needed to narrow the prescribed lag. 

Future Direction of the 
Development of SHRP 

This research found that corporate-centered aspects 

of SHRP reached higher levels of development than the 

employees' aspects of SHRP and companies want to stay 

ahead of market competition. Therefore the future 

development of SHRP practice will take place in employee-

centered aspects of SHRP. This prediction was supported 
C 

by logical analysis and the findings and conclusions of 

other researchers in the field. 

This analysis is built upon the findings of many 

researchers, that the low rate of increasing productivity 

in the United States is the main problem that prevents 

United State business from taking the lead in the United 

States and global markets. Productivity improvement 

requires high capital investment in technology and 

employee advancement. Researchers have shown that United 

States companies have invested enough in technology. 

This study found also that the majority of large 

United States companies have access to sophisticated 

computers and communication technology which have helped 

to establish advanced SHRP in corporate-centered SHRP. 

Researchers, however, have concluded, and the findings of 
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the present study support their conclusions, that United 

States companies did not achieve the productivity level of 

their competitors. What is left for corporations to do, 

in order to achieve a level of improvement that enables 

them to compete and to benefit from their comparative 

advantages, is to advance their employees through SHRP&D. 

This logical analysis is supported by the following 

conclusions from the field studies. 

KRIS. Blair mentioned that most Fortune 500 

industrial companies, as well as many smaller companies, 

have experienced the benefits of implementing computer-

based information systems which have become available at a 

cost that can be justified by most personnel functions 

(Blair 1988). But the ability of the United States 

companies to benefit from such advanced HRIS is hindered 

by the failure of many companies to recognize that the 

mission of any HRIS is to provide top management and HR 

managers with analytical data and decision support 

information needed to do their jobs. 

Too often the primary goal of SHRP, providing 

management with needed data, becomes secondary to the 

desire for so-called state-of-the art systems which might 

limit the user's ability to expand or modify the systems 

to meet functional needs. This normally happens when the 

HR department gives up its responsibility to run HRIS 

because of a lack of knowledge, or because the staff does 
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not include an experienced HRIS staffer, or because the 

departments are too busy with management issues. 

In order for HRIS to provide managers' needs, HRIS 

must be personnel driven, headed and run by the personnel 

staff, and become a user-oriented system. This must be 

accompanied by a need analysis covering requirements of 

all departments and anticipated future needs (Levte 1988). 

The findings of this study confirmed that 

corporations achieved high levels of information 

technology, but few companies (5 per cent) benefitted from 

this technology and collected data on employees which are 

needed to enhance SHRP. Both of these findings suggest 

that corporations need to enhance their use of SHRP 

systems to optimize corporate returns. This goal requires 

hiring, training, and maintaining qualified staff--in 

other words, using advanced SHRP systems. 

HR forecasting. SHRP researchers found that 

corporations using sophisticated forecasting techniques 

also use unsophisticated forecasting methods. They found 

company size and industry classification are highly 

correlated to the level of forecasting techniques used 

(Fiorito, Stone and Greer 1985). 

SHRP researchers predicted that less emphasis will be 

placed on technical knowledge and more will be placed on 

HR and business knowledge. The primary concentration will 
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be on knowing the business and user requirements at a 

practical level (Cottrel and Robertson 1987). 

The findings of the present study show that 13 to 19 

per cent of the sample used sophisticated forecasting 

methods which suggests that companies have started to 

recognize that improvement in employee-centered SHRP is a 

basic requirement for management to be able to develop and 

maintain qualified staff who are able to use advanced 

forecasting methods through SHRP. 

SHRP/programming. United State corporations 

understand that the expanded data base paved the way for f 

more accurate forecasting and tied SHRP closely to SBP. 

One aspect of SHRP that has already undergone considerable 

development, and that will continue to change, is 

succession planning. This includes finding qualified 

successors for specific positions, as well as identifying 

a pool of candidates for succession to certain levels in 

the organization (Arthur 1988). The integration of SBP 

and SHRP is gaining recognition as a sensible and 

necessary approach to long-term corporate survival, 

growth, and renewal. Integration of SHRP with SBP may 

provide a unifying framework in the fast-changing 

corporate environment of opportunities and threats. 

Burack concluded from studying 60 American companies 

that many want to increase their organizational 

effectiveness by integrating SHRP with SBP, but many are 
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unfamiliar with planning procedures or the application of 

planning data. Integration efforts lack a conscious 

internal strategy sensitive to the problems and issues 

involved (Burack 1987). 

HR managers failed to synchronize SHRP with SBP 

because they failed to overcome the tendency to plan in 

response to short-run operating problems; they failed to 

involve key managers in the planning process, and they 

failed to acquire the necessary data and use them 

effectively (Hooper 1987). 

Studying these findings and comparing them to the 
* 

findings of the present study regarding the programming 

process reveals that in spite of the efforts of the 

majority to link SHRP to SBP and to use advanced 

programming methods, United States corporations are still 

unable to achieve these goals because they cannot utilize 

HRIS technology properly. This inability is caused by a 

lack of qualified staff which is necessary for 

forecasting, planning, and directing corporate attention 

to the importance of employee-centered aspects of SHRP. 

Retirement planning. Corporations are becoming more 

aware of the need for preretirement planning, and many are 

answering the call for such programs. HR managers at the 

companies that implement preretirement planning feel that 

corporations should begin providing preretirement planning 

information to employees at a younger age (Montana 1986). 
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The national survey of preretirement preparation 

policies and practices indicates that progress is being 

made by employers in providing retirement planning 

information to employees and retirees. The survey also 

indicates that formal retirement preparation programs are 

still not offered by the majority of companies. There 

remains a significant need for more comprehensive 

retirement preparation information and more effective 

program design and administration. The survey concludes 

that retirement planning and HR professionals should begin 

to focus on the above needs (Morrison and Jedrziewski 

1988). 

Review of the findings of the present study reveals 

that the majority of United States corporations still 

consider employee retirement a private issue and that 

companies have a minimum role in it. Comparing this 

finding with findings of other researchers, that the 

majority of the companies offer some information about 

retirement to their employees but they do not have 

advanced formal retirement planning, reveals that the 

majority neither coordinated nor linked retirement 

planning to SHRP and SBP. In short, even though some 

companies start preretirement programs, corporations 

seriously need to improve their preretirement planning, 

which is an employee-centered aspect of SHRP. 
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Career P&D. The present study reports some progress 

made in career planning by a large percentage of the 

corporations, but there still exists a need for more 

advancement by using systems which consider both the 

corporation and employees in career planning. This need 

has led some SHRP&D researchers to suggest that many 

United States corporations need an orderly structured 

career planning and development system designed to broaden 

and hone employees* talents and help them to realize their 

potential (Salvenski 1987). Other writers stated that 

many career planning and development programs lack 

strategic attention to one or more of SHRP system 

components: content, process, or structure (Mirabile 

1987). 

This lack of strategic attention is not found in all 

companies. The literature contains reports on excellent 

systems that might be taken as examples. For example, the 

career development system at International Business 

Machine includes a written employee development plan which 

contains such areas as the interests and aspirations of 

the employee, the employee's development needs, and the 

actions necessary to achieve the employee's interests, 

aspirations, and development needs. Each International 

Business Machine employee contributes to the writing of a 

development plan that is updated annually (Bardsley 1987). 

Walker predicted that such a system as International 
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Business Machine's would be found in organizations that 

had achieved Stage IV of his model and this study found 

that a good percentage of the sample have taken the first 

steps toward having a similar system. 

Outplacement assistance. The present study found 

that only 14 per cent of the sample offered outplacement 

assistance to their employees. In a study of outplacement 

systems at nine American companies employing 250 to 5,000 

employees, Piccoline concluded that outplacement services 

which are provided by third parties will grow to reach a 

market size of one billion dollars at the end of this 

decade. 

Both this study and that of Piccoline found that the 

number of employees has a significant impact upon the 

regularity and type of outplacement service provided by 

American corporations (Piccolino 1988). These findings 

support the major conclusion that United States companies 

have recognized the need for improving their employee-

centered SHRP and have started moving at a high speed. 

Human resources development. Training and 

Development Journal updated its 1986 survey of HRD in 

Fortune 500 industrial companies in 1987. The 1987 data 

suggest that for American industry to remain competitive, 

it must (1) cope with and respond to international and 

global opportunities and competition, (2) manage the 
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impact of technological development, (3) improve 

employees' productivity, and (4) develop a results-

oriented perspective (Stephan et al. 1988). 

The 1987 survey confirmed the prediction that 

technological changes have a great and positive impact on 

HRD. Most of the respondents to the 1987 survey said that 

technological changes have a major impact on career 

development and the need to help displaced persons. The 

1987 survey reported that HRD is changing rapidly to help 

United States corporations improve performance and become 

more competitive. 
ft 

The above findings are similar to the findings of 

this study that the majority of the companies passed the 

stage of development comparable to Stage III of Walker's 

model. They only need to have a realistic, written, 

comprehensive career development plan for each employee. 

Evaluation. In theory, evaluation should serve as a 

control mechanism to monitor performance and goal 

attainment and as a feedback mechanism to foster 

individual growth and development. Stroul states that in 

many cases the feedback purpose did not get enough 

attention (1987). Concentration on the control objective 

creates resistance to evaluation because managers consider 

it external to their authority and responsibilities. 

Gordon identified failure of HR executives to tie 

monetary implications to HR issues as one of three basic 
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shortcomings hindering HR executives in business. In 

other words, Gordon considered failure of HR executives to 

evaluate the impact of HR programs precisely in monetary 

terms as a basic reason for their inability to occupy a 

good position among other top executives. Gordon 

identified under-utilization of tools available to HR 

function and shortage of business knowledge and skill base 

as the other two reasons for the failure of many HR 

executives (1987). It appears that these two 

circumstances account for the inability of many HR 

managers to make accurate evaluations. 

The present study concludes that even though the 

majority of large United States corporations have access 

to computer facilities, the majority have not started 

using sophisticated evaluation methods, such as 

calculating indirect costs and benefits of SHRP, self-

appraisal, and computerized simulation techniques. This 

study also concludes that some companies have taken large 

steps in that direction. 

In order to achieve an appropriate system and return 

of HR evaluation, clear accountability mapping, rigorous 

performance review, incentive driven performance systems, 

and focused employee training and development programs 

should be formed. These processes should be well 

coordinated, should complement each other, and should be 
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reviewed periodically (Clegg 1987; Rollins and Bratkvich 

1988). 

In summary, valuable SHRP which has been facilitated 

by advanced technology of modern HRIS and advanced 

forecasting techniques requires, according to Walten, (1) 

a highly skilled, flexible, coordinated, and commited work 

force; (2) lean, flat, flexible, and innovative HR 

management; and (3) the ability to retain developed 

talents (Varadajan and Parasurman 1987). 

The success of corporations in maintaining these 

essential requirements depends upon their development of 
C 

employee-centered SHRP, which must be improved to catch up 

with corporate-centered SHRP. This is the most productive 

and profitable investment for the long-run advancement and 

competitiveness of the corporations. 

The previous discussions are summarized in the 

following points. 

1. The finding of the present research revealed that 

in a period of about fifteen years the majority of United 

State corporations moved from practicing SHRP comparable 

to Stage II of Walker's model to SHRP comparable to Stage 

III of the same model. The major corporations which lead 

the practice moved from Stage III to Stage IV, and both 

Stages III and IV emphasize employee aspects of SHRP in 

contrast with Stages I and II of the Walker model. 
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2. Studying the general direction apparent in the 

findings of this research and comparing them to the 

findings of other researchers reveals that the development 

process is continuing at a faster rate than the 

development rate at the end of the 1970s and the beginning 

of the 1980s, particularly in employee-centered aspects of 

SHRP. This general trend will probably continue until 

employee-centered SHRP achieves the same level of 

development as corporate-centered SHRP. 

Conclusions 

The following general conclusions summarize the 

findings of this study. They are planned to put the 

components of this study together for the benefit of 

business and SHRP researchers. 

1. The findings of this study suggest that even 

though there is a development being achieved by United 

States corporations, this development is unbalanced. 

Corporations made more growth in corporate-centered SHRP 

than employee-centered SHRP. In both aspects of SHRP, 

companies achieved different levels of success in SHRP. 

This unbalanced development reduces the corporations' 

ability to maximize the return of their SHRP and suggests 

that United States businesses should incorporate advanced 

technology of HRIS and forecasting methods to conduct 

accurate SHRP. In planning, companies must link SHRP to 
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SBP and have a rigorous HR evaluation system that fits 

each company's internal and external environment. 

The directors of HRP must take time to draw their 

blueprint and study it with top executive officers. Both 

HRP directors and top managers should understand that 

piecemeal, unbalanced, reactive SHRP took a long time and 

much money and effort but did not bring the expected 

success. They should also understand that, even though 

there is a serious need for fast improvement in 

productivity which must be started from SHRP, a well-

balanced, proactive SHRP program will speed up the 

improvements and will save corporate time, money, and 

management efforts. 

2. Corporations will benefit in the the long-run by 

using SHRP models to lead their planning. These long-run 

benefits require selection of the models that balance 

corporate and employee needs. The field of SHRP models 

and practice has passed the innovation and developmental 

stages, and using the models will shorten the development 

time and reduce its cost. Walker's Four Stages Model is 

the best available model to satisfy the future needs of 

the corporations. 

3. It is time to promote SHRP to medium-sized 

companies. These companies can afford to conduct planning 

in light of the available technology and SHRP profit 

potential. This study found that company size did not 
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prevent small companies from practicing advanced SHRP. In 

fact, incorporating SHRP with SBP is the best approach for 

future development of medium-sized firms. This conclusion 

differs from that commonly found in personnel literature 

which suggests that only large corporations can afford to 

have SHRP. This conclusion is supported by findings of 

this study and a few recent field studies in SBP. 

Implications 

The present study found that highly qualified 

personnel are playing major roles in improving SHRP in 

American business. The study offers the following plan to 

help American businesses to recruit and maintain qualified 

personnel. 

1. Corporations should recruit college graduates 

long before graduation and train them during the summer 

and first two years using job rotation and cross-

departmental assignments, then transfer them to the SHRP 

department. 

2. Since the job of the managers includes more 

coaching and counseling of employees in career planning 

and other personnel functions, which include psychological 

assessment to employees attitudes and behaviors, the 

existing managers should be encouraged to have 

comprehensive training sesions in psychological 

assessment. The selection of new managers should 
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emphasize general business, psychology and employee 

evaluation education. 

3. Education institutions, particularly schools of 

business at the graduate level, can help American business 

by establishing masters' of business administration 

programs that emphasize the above educational 

requirements. 

Recommendations 

Recommendations for Future Research 

Two major areas are very important to future 

developments of SHRP. They are in need of more research. 

The first is evaluating the return of SHRP and the second 

is evaluating the models of SHRP. This research suggests 

two major recommendations to explore and develop these two 

areas. 

1. A major area of study for SHRP researchers is 

evaluating the direct and indirect cost and benefits of 

SHRP in precise dollars. The bases of calculating direct 

cost or benefits and estimating the indirect cost and 

benefits should be clearly identified and agreed upon by 

the majority of the corporation's department heads or by 

at least a committee of departmental representatives. 

This kind of evaluation should be facilitated by using 

HRIS. 
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Such research could help by promoting SHRP and 

explaining to management that it is economical to 

establish stable financial resources for SHRP and 

managerial positions for HR managers. This approach will 

help to reduce management resistance to allocating the 

needed investment for SHRP, especially for employee-

centered activities. 

2. SHRP reached a growth level that encouraged many 

medium-sized companies to consider it. This thinking 

becomes more serious because of the development of 

personal computers and computer software. These companies, 

seriously need a model to use. They cannot afford the 

luxury of experimentation. Walker's model was evaluated 

and validated using a sample of large companies. 

It is time to validate this model using medium-sized 

companies. The logical analysis leading this research is 

the belief that the model should be tested by a sample 

from Dun and Bradstreet's Million Dollar Directory. This 

directory was used recently by some strategic planning 

researchers. The results showed that senior executives of 

these companies are recognizing the need for attracting 

and retaining competent personnel and focusing on 

motivation and job satisfaction. SHRP was among the 

important areas determined to influence a corporation's 

future success (Varadajan 1987). 
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General Recommendations 

It appears that there is a serious need for a leading 

model to guide the practice of SHRP. This model should 

balance the corporation's and employees' needs. Walker's 

model is a good example. This model has been validated by 

Rizzo and by this study. This leads to the recommendation 

that this model be used as a guide to SHRP practices. 

More studies and improvements of this model are 

recommended, but the model is the best available at 

present. 

More emphasis should be given to employee-centered 

SHRP to bring it to a level of development comparable with 

that of corporate-centered SHRP. This is the main 

challenge for improving corporate productivity, which is 

the key to United States corporations regaining the 

competitive position in the United States and global 

markets. 

Recommendations Regarding 
Different SHRP Fields 

1. Forecasting: It is clear from this study and the 

findings of other studies that United States corporations 

need to forecast the direction and the rate of 

environmental changes in order to do a good job in SHRP. 

This means that advanced forecasting techniques, which are 

still beyond the capability of the majority of United 

States corporations, should be used by these companies if 
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United States businesses want to regain their market 

position. 

2. HRIS: KRIS should be a user driven-system and 

should be planned strategically to fit corporate needs. 

HRIS should offer the needed data for future trends 

analysis and the planning process. HRIS should be 

directed and supported by qualified personnel who should 

be maintained until a new, qualified generation becomes 

able to replace them. The main objectives of HRIS should 

be data collection and information analysis. 

3. Planning: SHRP should be the starting point for 

HR management. This SHRP should be linked to SBP. The 

general plan in employee-centered SHRP should be output of 

a recruitment and replacement plan, career development 

plan, and retirement plan for each employee. These plans 

should be formed as early as possible. 

.4. Career and Retirement Planning: Corporations 

should direct more attention toward having a written, 

realistic career P&D for their employees as early as 

possible. Corporations should also integrate career plans 

with SHRP, and update each employee's plan periodically. 

5. Development: Advanced training and development 

methods such as cross-departmental assignment should be 

used more frequently, especially at the supervisory and 

managerial levels. 
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6. Evaluation: Advanced evaluation techniques take 

into consideration technological advancement, such as 

self-appraisal and computerized simulation techniques, 

should be utilized. Evaluation of SHRP should focus on 

the direct and indirect cost and benefits of SHRP. 
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Mr. Ismail Busiony is a doctoral student majoring in Higher 
Education at North Texas State University. Nr. Busiony is doing 
his dissertation on the topic of strategic human resources 
planning. More specifically, he is addressing human resource 
planning practices in large industrial corporations and large 
service companies. The topic is timely and important. His 
findings could prove useful to the business world and to higher 
education. 

Your cooperation in completing the enclosed questionnaire is an 
essential element if this study is to be completed successfully. 
If you do not have the time to complete the questionnaire will 
you please ask a knowledgeable subordinate to do so. Please 
return the questionnaire in the self-addressed, stamped envelope. 

Confidentiality is assured. All data will be aggregated and 
treated without reference to any individual business. 

Thank you for your assistance and attention to this matter. If 
you have any questions please feel free to call Mr. Busiony at 
(817) 566-2416 or me at (817) 565-2952. 
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Howard M. Smith, Jr. 
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DtMCTIOMS: 

TIm following ttataaaata doacrib* tzaoda tad cat* of 
chaa?o of iom latarntl tad as tonal MvltwawUl fxtan 
chat aifht iafluoaeo tho humaa zoaoazeo piaaaiaf (MOP) 
pzactieo of buaiaoaa oz«aBlsatiooa. Thoao duafoa say 
havo vaxyia« d^iMi of iafluooco «pca H 9 dMliiMi u d 
pzactlcaa. Thoao atataaoata amy alto doaczlbo Mtt 
pzactleaa la tho azoaa of fozocaatia* tad imformatioo 
ayataau. 

PUUSS uao tho following tcalo doflaitlooa to ovalaato 
tho axtoat to which oaeh of tho folloviaf HHP pzactleaa oc 
ayataaa uaod at your eoapaay. rioaao aaxk aaeh atotaaant. 

Stzoafly m < o *S 
A*zoo •« 
Soaohov tqzao •! 
Oiaaqzao *2 
Stzoafly diatqzao •! 

SICTZOM X « 
atvxaoNNsrrAL aaxcxs 

la pzoptziaf hnaaa zoaouzcaa planning!HHP) pzojacta, 
ov* BiaifMMt itqdlM tho dlzaccloa of chaiwaa of 
tho follovlaf factoza: 

1. Lojal chaafoo tzaod: 

001 Dozofolatloa 
002 Covoznaoat intozvontioa 
003 Iqati oaeoztmiltloo 
004 Hoalth tad aafoty zojulatloaa 
005 Zapzovin* Mik anvizormont 



2- Economic changes trend; 

006 
00? 
001 
009 
010 
0 U 
012 
013 
014 
015 

Booming economy^ 
Recession. " 
Inflation 
Unemployment cat* 
Employment rat* 
Labor cost 
Trends of profit """ 
Productivity rat* *" 
Working at full production capacity 
Return on investment 
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9 
"5 
"5 
"5 
"5 
"5 
"S 
"5 
5 4 
_5 4 

016 
017 
018 
019 
020 
021 
022 
023 
024 

J. Social ehang** trend: 

Family planning strategy 
Labor mobility l*v*l 

025 
026 
027 
028 
029 

030 

031 

032 

033 

Drug and alcohol abuse 
Changing American valu*s 
Crowing older work fore* — — — — — — — — — — — — — 
Dual car**r family tr*nd ' 
Changing composition of work foreeUaie/femaTeT 
Oivorc* rat* " 
Single h*ad household tr*nd 

4. Technology changes trend: 

Computet development _______ 
Improving training technology 
Office automation 

034 
035 
036 

Communication technology improvements 
Availability of high quality training providers. 

.5 4 3 2 1 

.1 U 2 1 

.5 4 3 2 1 

.5 4 3 2 1 

.5 4 3 2 1 

.5 4 3 2 1 

.5 4 3 2 1 

.5 4 3 2 1 
5 4 3 1 1 

5 4 3 2 1 
5 4 3 2 1 
5 4 3 2 1 

.5 4 3 2 1 
5 4 3 2 1 

5• The reason* foe oux top management concern about HHP stem 
from the fact that: 

we uso the most advanced technology in the market 
Modern KXf techniques are very important for our 
future advancement 

.5 4 3 2 1 

.5 4 3 2 1 

5 4 3 2 1 
Modern KRP technique* axe helping in maintaining our 
established position in the industry _____________ 
There are many change* in our industry, and modern 
KXf projects are the best way to k**p up with changes__5 4 3 2 1 

• Carrying out strategic HHP projects and Linking them to 
Long run business strategies are related mor* to 
management's : (please answer all) 
Beliefs __5 4 3 2 1 
Philosophy "5 4 3 2 1 
Top managers experience* and background ~5 4 3 2 1 
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1. Oar information system gathers individual employee • ## a 
data such as: e 

037 Individual interests .5 4 3 2 1 
038 Self appraisal data 5 4 3 2 1 
039 Job performance 5 4 3 2 1 
040 Specific individual skills and knowledge areas 5 4 3 2 1 
041 Psychological assessments 5 4 3 2 1 

2. Our coapany has a comprehensive KR information system 
which: 

042 Produces documents for personnel decisions 5 4 3 2 1 
043 Collects data on individual eaployee behavioral 

characteristics 5 4 3 2 1 
044 Represents a corporate wide system 5 4 3 2 1 
045 I» helping to initiate personnel actions and 

analyse special problems 5 4 3 2 1 
046 Is helping our coapany to collect data aboue 

individual's general and on-job behaviors. 5 4 3 2 1' 

3. Computer processing is used basically in our MR management 
for: 

047 Examining trends in the J» probleas 5 4 3 2 1 
048 Examining future trends of HR supply and demand 5 4 3 2 1 
049 Relieving managers of routine forecasting tasks _ _ _ 5 4 3 2 1 
050 Analyzing career paths and career progress «___ 5 4 3 2 1 
051 Updating company plan to talent needs 5 4 3 2 1 
052 Updating company's career opportunities 5 4 3 2 1 
053 Providing beat possible data base for managers' personnel 

decisions 5 4 3 2 1 

4. Our company exchanges KR information with other 
organisations (companies,government agencies.etc ..) on: 

054 A Very large scale yes .no 
055 A large scale yes .no 
056 An average scale yes 
057 A small scale yes .no 
058 Not at all 
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5. In forecasting our KR needs. our company uses: "'•* 

• • •-
059 Individual manager projection^ 5 4 3 
£60 Projected organization structure change 5 4 3 2 1 
061 Planned change in mission,operation or capacities s 4 3 2 1 
062 Prescribed planning eritaria or budget liaits — — 5 4 3 2 1 
063 Computer generated analyaia of future trends ol 

supply and demand in labor Market 3 4 3 2 1 
064 Modeling and simulation of labor need flows oa a 

continuous bases _ _ _ s 4 3 2 1 
065 Updated annual computerised HR strategic elan """5 4 3 2 1 
066 Updated computerized individual career plan_ i 4 3 2 1 

6. The following information is needed for industrial eoaparison, 
comparison. Please provide answers: 

067 Your company's total number of eaployees 
068 69 Main business or services 

Ooes your company centralize its HXf decisions ex decentralise 
them ? (Plaaae mark one.) 

070. 1. Centralize 
2. Decentralize 

If your company follows decentralization strategy, what 
is the number of: 

07i Oiviaion , 072 Factories 
073 Locations ,and 074 Sales offices 

THANK YOU VERY MUCH FOR COMPUTING THE QUESTIONNAIRE 

If yen wish te receive a copy of 
the svuaaary of th« results of this study 
please writ* your ntmm and address below. 

Nl 

Address. 

PLEASE RETURN PROMPTLY TO: 

Howard w. Smith. Jr. 
Office of Policy Studies in HE 

Sox 13857 NTSU Station 
Oanton. TX 76203-3857 
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HUMAN RESOURCES PLANNING QUESTIONNAIRE 

DIRECTIONS: 

The following statements may describe human resource planning 
and development (HRP4D) systems and practices at your company. 

PLEASE use the following scale definitions to evaluate the 
the extent to which each of the following HRPSD practices or 
systems is used at your company. Please mark each statement. 

Strongly agree «5 
Agree >4 
Somehow agree >3 
Disagree *2 ^ & 
Strongly disagree *1 <" 

0, 0. 

PLANNING AND DEVELOPMENT M \ 

* A A * 
1. At our company coordinating recruitment among e ^ 

organization units is a main part of: (Mark one.) % 9 % ^ 
* •• 

001 Line managers" job 5 4 3 2 1 
002 Personnel department staff 5 4 3 2 1 
003 Both line and staff managers 5 4 3 2 1 

2. In recruitment and selection of our new employees : 

004 Long-run career success indicators are used 5 4 3 2 1 

Internal search for qualified person precedes outside 
005 recruitment 5 4 3 2 1 

Our information system is used to natch interested and 

006 qualified persons on our staff with our vacancies 5 4 3 2 1 

3. We begin college recruitment long before graduation to: 

007 Give prospective employees enough time for preparation 5 4 3 2 1 
008 Have a good opportunity Co select better talents 5 4 3 2 1 
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009 

010 

Oil 

\ 
\ % & V Vv-

\ A »,<v 

'"p. % 
*e ® s <% 

Enable HR department to involve our line managers in * * * 
developing our strategic HHP programs for recruitment 5 4 3 2 1 

4. In forming our HRP strategic programs we: 

Try to make strategic HRP programs as an output or 
part of our business strategic plans _5 4 3 2 1 

Use a comprehensive career tracking system 5 4 3 2 1 

«ach employee, soon after employment, to provide 
012 his/her developmental plan/s for future jobs s 4 3 2 1 

Ask each employee to initiate skills and qualifications 
013 review for vacancies as they arise 5 4 3 2 1 

5. Our managers are responsible for offering career 
guidance/ counseling to each employee to: 

014 Make a realistic career plan 5 4 3 2 1 
015 Provide him/her with placement assistance when suitable 

opportunities are not available in our company 5 4 3 2 1 

6. In forming our succession plan: 

Management succession candidates are prepared to fill 
016 projected need on pooled bases 5 4 3 2 1 

Succession plans are the results of an effective career 
017 development and progression plan for our employees 5 4 3 2 1 

HR succession plans are reviewed annually to 
correct any discrepancy and to insure 

013 our action plans effectiveness 5 4 3 2 1 

7. As part of our planning processes: 

Career committees review individual career objectives 
and natch then to task/role of a specific career ladder 5 4 3 2 1 
Employees are provided with career guidance and review " 
of individual progress toward his/her career objectives 5 4 3 2 1 
Each employe* in our company has a career plan which 

021 leads his/her work and development plan 5 4 3 2 1 

3. We consider retirement as: 

022 A private decision of each employee 5 4 1 ? 1 
023 A private decision influenced by our flexible roles 5 4 3 2 1 
024 A step on employee career ladder 5 4 3 2 1 

019 

020 
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9. our sabbaticals,special leave programs and project »<,• » ** 
assignments are available to: • 

025 Any employe# 5 4 3 2 1 
026 Special talents employees 5 4 3 2 1 
027 Mid and High level managers 3 4 3 2 1 

10. Individual differences in age and seniority have minimum 
influence on any one's career: 

028 Progress 3 4 3 2 1 
029 Development 5 4 3 2 1 
030 Compensation 5 4 3 2 1 

11. Ous important objectives in HR development (HRD) ax«: 

031 Keeping up to date with new technology 5 4 3 2 1 
Increasing the level of understanding of the company"s 

032 roles and objectives ^ 5 4 3 2 1 
033 Improving employee relations _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ 5 4 3 2 1 
034 Improving productivity 5 4 3 2 1 
035 Developing performance standards 5 4 3 2 1 
036 Problem solving and decision making 5 4 3 2 1 

Other HRD related objectives. Please list 
037 5 4 3 2 1 
038 5 4 3 2 1 
039 5 4 3 2 1 

12. The most common methods 6 extent used in our HRD are: 

040 University baaed prograas_ 5 4 3 2 1 
041 vocational technical programs 5 4 3 2 1 

Other outside workshop,please list: 
042 5 4 3 2 1 
043 5 4 3 2 1 
044 5 4 3 2 1 
045 In house seminars 5 4 3 2 1 
046 On th« job coaching /training 5 4 3 2 1 
047 Job rotation 5 4 3 2 1 
048 Others, please identify 

13. Our company's policy is to prepare our employees 
for future jobs by: 

049 Cross departmental and function lines assignments 5 4 I 
C50 Development plan for each employee 5 4 3 



132 

14. Th* following information is n**ded for industrial comparison. 
Picas* provide th* answers: 

051 Your company's total number of employe*s_ 
052 53 Main business or services 

Does your company centralis# its KRP decisions or d*c*ntraliz* 
than ? (Pleasa mark on*.) 

054 l.Cantraliz* 
2-0*c*ntraliz* 

If your company follows decentralization strategy, what 
is th* number of: 

055 Divisions . 056 Factor!** 
057 Locations . and 058 Sal** officST 

THANK YOU VERY MUCH FOR COMPLETING THE QUESTIONNAIRE 

If you wish to r*c*iv* a copy of 
th* summary of th* rasults of this study, 
please write your nam* and address below. 

Nam*.... 

Address. 

PLEASE RETURN PROMPTLY TO: 

Howard V. Smith, Jr. 
Offic* of Policy Studies in HE 

Box 13857 NTSU Station 
Denton, TX 76203-3857 
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hmnr Sduetfion 

HUMAN RESOURCES PLANNING QUESTIONNAIRE 

DIRECTIONS: 

The following statements describe an evaluation system that your 
company mignt use to evaluate human resource planning (HHP) practices 
and systems. 

PLEASE use the following scale definitions to evaluate 
the extent to which each of the following HRP practices or systems 
is used at your company. Please mark each statement. 

Strongly agree *5 
Agree *4 
Somehow agree «3 ^ 
Disagree «2 ^ <> 
Strongly disagree »1 ^ 

\ Vv-
EVALUAT ION 

with each employee to: v • 
001 Evaluate his/her progress 5 4 3 2 1 
002 To provide better development directions 5 4 3 2 1 

r n our evaluation of HHP practices we: 

Create our own measurements for our HR assessment in the 
00J light of our company's different circumstances 5 4 3 2 1 

004 Use self appraisal report 5 4 3 2 1 

Use computerized simulation system to evaluate our 
005 HR decisions and our HRP performance b 4 3 2 1 

Calculate and report for management consideration both 

006 direct and indirect cost and benefits of HRP practices_ 5 4 3 2 1 

007 Use general cost-benefit analysis 5 4 3 2 1 

Give our management and investors the opportunity to 
008 evaluate our financial and HRP evaluation methods 5 4 3 2 1 

Review our HRP policies.systems.and activities 
009 to correct any discrepancy and enhance them 5 4 3 2 1 
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Compare our individual employee attitudes and '* 
010 performance with those of similar organizations 5 4 3 2 1 

011 U s* * n independent agency to evaluate our HR system 

and suggest improvement methods 5 4 3 2 1 

012 Examine trends of our expenditure on HR projects 5 4 3 2 1 

Examine direction and changing rates of productivity 
013 and other problem indicators 5 4 3 2 1 

3. Our evaluation of our strategic HHP projects suggests that: 

014 They are cost effective programs__ 5 4 3 2 1 
It is hard in most eases to demonstrate that modern 

015 HHP and HRPID programs are cost effective 3 4 3 2 1 

4. Difficult challenges facing our HR? efforts are keeping up 
with rapid change in: 

016 American economy 5 4 3 2 1 
017 Technology 3 4 3 2 1 
018 American society 3 4 3 2 1 
019 Political and legal environments 5 4 3 2 1 

5. Other difficult challenges facing our HRP efforts are : 

020 Gain top management support 3 4 3 2 1 
021 Gain more support from top management 3 4 3 2 1 
022 Maintain high level of support from our top management__5 4 3 2 1 

Other challenges; Please list: 
023 
024 

5 4 3 2 1 
3 4 3 2 1 

6. At this time our managers are very concerned about: 

025 Strategic HRPfcD and HRP projects 5 4 3 2 1 
026 Strategic HR> 5 4 3 2 1 
027 Short run HRP40 project* _ _ 5 4 3 2 L 
028 Linking our KRFfcD to our strategic business plans 5 4 3 2 1 

7. Our company's management style is: (Mark only one.) 

029 A conservative style 5 4 3 2 1 
030 K liberal style 5 n 
031 In between these two styles, 5 4 3 2 1 

8. Considering the management style of GE and IBM, our management 
style and flexibility is: (Mark only one.) 

032 More advanced 5 4 3 \ \ 
033 At the same level 5 4 3 2 I 
034 A little bit behind 5 4 3 2 1 
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9. If you had to evaluate your company's industry over the 1*«* 
five to tan years, would you consider it: 

035 Crowing y a a n o 

036 Stable no" 
037 Shrinking y s, no" 
038 No clear trend yes no' 

10. The following information is needed for industrial comparison 
Please provide answers: 

2?? „ Y o u r company's total number of employees 
040_41 Main business or services — 

?h « r ? B , C O a p i n y it. HHP decisions or decentralize 
them ? (Please mark one.) *«**»• 

042 1.Centralize 
2.Decentralize 

If your company follows a decentralization strategy, what 
is the number of: * 

2J2 ' . 044 Factories 
045 Locations , a nd 046 Sales offices 

THANK YOU VERY MUCH FOR COMPUTING THS QUESTIONNAIRE 

If you wish to receive a copy of 
the summary of the results of this study, 
please write you* name and address below. 

Name.... 

Address. 

PLEASE RETURN PROMPTLY TO: 

Howard w. Smith, Jr. 
Office of Policy Studies in HE 

Box 13857 NTSU Station 
Denton, TX 76203-3857 
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Exhibit I. 

J^zz^r*tore
 , a ! e n t t ^ — * « * 

—Maaagtfi discuss goals, 
plans and thusiypa® 
and numban of p«opl* 
nmcl*d in Lhashcrt* tarns. 

—Highly informal and 
•ubpctivs. 

-Annual planning and 
budgeting proem 
Inciudas manpowtr 

—4d«nUfy problims 
squiring action: indi-
vidual or ganani. 

—Analyw managtm ant 
tuccttiion tad madi« 
aaa 0/tuccasMrs. 

—Specify quantity tad 
quality of talant nmdi as 
far out to Usui as 

m 

—Using computarg 
atad analyses, cumm* 
causasof profaltmsand 
fulun trtnds regarding 
supply md damand (lh« 
flowofuiaot}. 

—Uaa eomputar to rsiiam 
AOMftfiofrouilM 
forastteg tasks (sudi 
Mvtanctaaortuiaovw) 

—Aaalyw cartar paths 
and cars* pregrass 
using oDoaputar data 
(llasL 

IV 

-Oo-Unamodallngaad 
simulation of ulant 
wd*. flews and comie 
aidinaoontiauiagpî  
cMafiipriatiii,,^. 
*°«n—Hi 
riitgr nf>|NmmnHia<nd[ 
tfewpninapJaBi. 

*-Ao*UtbM(pa*riMa 

- fwhi | i to unit 
atiurcaapulMMd 
wtth w m m i ^ 
uaooaaatCMBpioĵ  
SMalaadtodtl d*u|. 
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Exhibit II. 

PROGRAMMING: The way we plan actions to satisfy talent 
requirements 

I 

—Jndlviduala 
recruited end assigned 
U> jobs as needs anso. 

—Necessary on-the-job 
orientation provided. 

based m 
protected shoft«ftngt 
needs and oa analysis 
of put recruitment sad 
•election experience. 

-On-<he-fob orientation 
supplemented by formal 
orientation prognauL 

—iaauitment coordi-
nated among organ!-
ationai units and 
linked to plant for the 
fature (km of talent is 
ihe organisation. 

—J-owg-term indicator* 
ot individual carter 
interests. eapabilUiaa 
aftdperfomtanctara 
considered in recruit-
ment and selection. 

IV 

—fluid exchange of 
laiam oandpfocalMi 

and with government. 

bagua during training 
•wttguide individual 

a tx> idafa fMH^I> 

nice! talent end the 
market l§ •ulltnaitawl 

The way we match individual talents and interests with opportunities 
i 

—informal knowledge of 
individual capability 
and reedinesa is relied 
upon for naw assignment 
results In matching. 
Managerial judgment 
and pomnai contact aft 
of prime importance. 

—Menagerie! nrpiecament 
ptannini it tnfomui. 
besed on pononal 
knowledge and on "hair 
apparent approach." 

r Information ia 
communicated to 
employ***. 

—Internal search la 
oonductad for ill assign* 
wants, Including review 
of available appraisal 
data end pononal 
biographical data. 

-A limltad lob patting 
system may boused. 

—Systematic backup 
planning includes usi 
of charts, appraisals, 
end/or management* 
level development 
ctmmitteea. 

m 

—Internal search pneedee 
outside recruitment 
the Information system 
is used to search for 
individuals interested 
in and qualified for 
vacancsaa. 

—The chain effect of 
assignment Is fully 
considered and planned. 
A comprehensive job 
posting or carter tack-
ing system is used. 

—Individuals provide dad 
on skills, preference* 
and development needs 
in advanctefvacanaaa 
for consideration it 
aatching process. 

—Management succession 
candidates ere prepared 
for careertofiJl protected 
aaads oo a pooled baste. 

IV 

—IndMduala piantbe* 

labor market" in the 

—individuals may Initiate 
revtewi of their quali A-

they arise (position or 
Job). Assignments may 
cross depart mental and 
functional Unas on iha 
basis of career peifca. 

—Managen review 
individual plana and 
provide developmental 
opportunities tended m 
prepare individuals for 
planned futurt ftepemai* 
bilitiaa; level with indi-
viduals whan plans ait 
unrealistic and pmvida 
outpiacemant assistance 
when suitable oppor-
tuAiiiaaait not evajiablei 

-̂ Management 
results from effective 
norma! carter deveiop» 
ment and progression 
oavertng employ tea. At 
annual management 
review of humaa 
resource planning 
ensures eiTactiveneaa af 
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The way we help individuals perform effectively and develop their 
capabilities 

ra 
—Jobdaacriptionj provide <-Man«f«rs inttrpnrt 

guidoi for managers in poaitton naapomibiiitiaa 
dlraainf Lha work of 
OthOOL 

with individual# and 
coach individual* to 
• a m i ttndantandinf 
todcommitacnt to than 

—fitdlvkfual dtvtlopmtnt <—Manatan appnUa 
raauii* through work 
anparrtnca and soma 
foraul training. 

rtsuits and individual 
capabil ida* and 
potamiaL 

—A goal lading and 
ravtowprocaaadf«wi 
toftthor individual 
plan* with taŝ mia 
aipooaofa|ofc 

IV 
—fodfviduai plana work 
(roias/taaiufand 
davtfapmant actionals 
thtBBBiiaiofawaf 

individual*. pmrida 
caraarguidanca.udi 
mutually rpriawpra* 
graaawilh Individual*. 

-full iafemattoa la 
sfeaiod with individual 
ao thai plana mar bo 
raaJtaUemdanuaadto 

-Training and danafaf 
mom activltiaa an 
provtdad to ampin >aaa 
aadaianntaad immmgf 
aitddasirabloby 

tandgrewft 
amiwtowodW Uadlvt4-
no! Til maa< f t—If 

The way we help individual prepare for a satisfying retirement 
i 

—Ptnaion bonaftu and 
poninont information 
on than and company 
rtttnamant policy aro 

at 

—Sonrica ia racofnisad 
with award* ptofraai 
and ratiramant honor*. 

laglaprovidad to 
•noaurtfa individual 
preparation both ftnaa-
gaily and paythatofl 
ally. 

«-4artym(ramant1s 
poaaitola with raducad 

-Jtatmant la vtmrf at 
acMwratopaadfap* 
paMdhraamdihf 

• it Mi 

duoofh mfctiMy 

ftanfefcihrauffc gradual laovo pwy mk and 

ar«»cnltodaad 

ratlanoionafaand 
tontorityaoowvtdlflf 
Cadontaaiwpnh 



139 

Exhibit i n . 
INFORMATION: The way we keep track of information on talent in the 
oganization 

—iaaic amploymanl data: 
• Panonai education. 

• BiofraphicaJ data 

—App«ifal data addad: 
• Parformanca 
• Potential 
• Qualification! 
• limited data on skill* 

sa<J mttmu 

ra 
--Oualilattv* data addtd: 

• Individual interest! 
• $eif<eppreiui data 
• fotoprefanancaa 
• Specified individual 

tkiiia and knewiedge 

icaltaeeae. 

IV 
—i«Hiviacal attttude data 

added; 
• Raiaflasfc efementa 
• Behaviofei character* 

istia of Individual* 
and jetoe 

• lnw«im«(tt tod bea< 
«Tlt flMNHifM 

—Manual rn«aa»ntsin 
banc personnel data. 

—A MmîHitomatad data 
nortft and fttritvai 
•Y«(am ia uaed. 

—ft may be an expended 
payroll ftia ora s*aod~ 
alone filfc 

—Prevtdaa basic report* 
lenerai Jiatmiaand 
Jummanaa far man*-
fenaluaa. 

"Camprahenaiv* human -JnfbrmetJon lyatem li 
mmum informal*# • Co«pomt»wtda 
ty«UM with turnaround • MuUinaiionai 

tae*UMpTO' 

iupdauitf 
aodafffteraliaad 
ntnmi prof mm. 

-•CaenileJ csicutaflve 
capootiai (e,|« awnta-
iiea,Mdat»n|j. Ierioutanlaaal)ra»o 

—May be lor division. —The data fyatem initMaa 
trawp or location ponattnel aalona. 
(a.§_ UJL only). —l'|i—q̂ ayoai 

ExhMtlV. 
EVALUATION: The way we assure that human resource planning is 
effective 

i 
—Polldmaywema. 

pfofraow. aid acUvltiaa 
arasulMealvalr 

fV 

value mm \ id haai 

eveiuaiad uuuaJvatr. 

and adltrttfan 

Amiable 

ofparfid|»etiat 

tatioular 
taad.1%Jaaoybe 
iseadacfid by a third 
party Itt l#pw»i<l 

outlay* fc* acquisition 

—Analyse* of turnover, 
productivity ihi/ta. 
recruitment result*, asd 
oihar manpower pal* 
tarns are conduced an 
u to identify pmfcians. 

-Ceettaefflaaalriaeflf 
lytiMM, p«o«fMu and 
acuvKiaa an conducted; 
expenditures are 
budfetedacsordicif to 
phmwm raeuluaf fnm 
theaaanaiyanik 

ttnnefataaaihw 
htiaaan laanmui jaw 

—Surrofate mmmum 
{tucfeaartpiaamaat 

ecanantic value* ot 
human ftaourca veiuo 
are developed and 
applied suited to *tm 

ationic 

ail a 
boneAts.andUia 
eatbaatad net orfani» 

parted fer masataaaaet 

—Otma a»d Indirect 
inwiQHKUaMdnM 
vtiuoaacmiaftatba 
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TABLE 15 

RESPONDENTS ANSWERS IN NUMBER AND PERCENTAGES 
ACCORDING TO WALKER'S FOUR STAGES MODEL. 

Variables and SHRP 

ACTIVITIES 

A N S W E R S 

SA + A SHA D+DS 

N P N P N P 

FORECASTING 

S I 

059 Individual manager projection_ _ 51 75 13 19 4 6 

S II 

060 Projected organization 
structure changes 49 72 12 18 7 10 

061 Planned change in mission. 
operation or capacity 41 60 17 25 10 15 

062 Prescribed planning criteria 
or budget limits 47 68 13 19 9 13 

S III 

047 Examining trends in the HR 
problems 19 28 12 17 37 54 

048 Examining future trends of HR 
supply and demand 13 19 18 27 37 54 

049 Relieving managers of 
routine forecasting task 20 29 20 29 28 41 

050 Analyzing career paths 
and career progress 20 29 15 22 34 49 

051 Updating company plan 
to talent needs 26 38 13 19 30 44 

052 Updating company's 
career opportunities 25 36 9 13 35 51 

S IX 
3. Computer processing is used 

basically in our HRP for: 
053 Providing best possible data base 

for managers* personnel decisions 30 44 16 23 23 33 

Note: SA+A« Strongly agree + agree, SHA= Somehow agree 
and, D+SDA+Disagree+strongly disagree 
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TABLE 15 Continued 

Variables and SHRP A N S W E R S 

ACTIVITIES SA + A SHA D+DS 

4 . Our company exchanges HB 
information with other organizations 
(companies,government agencies.etc..) on: 

054 A Very large scale yes 2 3 no 68 97 
055 A large scale yes 6 9 no 64 91 
056 An average scale yes 39 56 no 31 44 
057 A small scale yes 17 24 no 53 76 
058 Not at all yes 6 9 no 64 91 

5 In forecasting our HR needs, 
our company uses: 

063 Computer generated analysis of 
future trends supply and demand 
in labor market 10 15 11 16 47 69 

064 Modeling and simulation of 
labor needs on a continuous bases 9 13 12 17 46 69 

065 Updated annual computerized 
HR strategic plan 13 19 10 15 45 66 

066 Updated computerized 
individual career plan 12 18 9 13 47 69 

HRIS 

1 . Our information system gathers 
individual employee data such as: 

S II 

039 Job performance 59 85 2 3 8 12 

S III 

037 Individual interests 20 29 10 14 39 56 
038 Self appraisal data 15 21 18 26 36 52 
040 Specific individual skills 

and knowledge areas 44 64 12 17 13 19 
041 Psycholoqical assessments 9 13 10 15 50 73 

S IX 
2 . Our company has a comprehensive 

HR information system which: 

042 Produces documents for personnel 
decisions 33 48 13 19 23 33 

043 Collects data on individual employee 
behavioral characterestics 7 10 7 10 54 79 

044 Represents a corporate wide system 34 49 14 20 21 30 
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TABLE 15 Continued 

Variables and SHRP 

ACTIVITIES 

A N S W E R S 

SA + A SHA D+DS 

045 Is helping to initiate personnel 
actions and analyze special 
problems 26 38 

046 Is helping our company to 
collect data about individual's 
general and on-job behaviors 10 15 

PLANNING AND DEVELOPMENT 

25 37 17 25 

17 25 41 60 

1. At our company coordinating recruitment among 
organization units is a main part of: (Mark one.) 

S XX 
001 Line managers' job 2 
002 Personnel department staff 53 

S XX 

003 Both line and staff managers 36 

2 
60 

38 

4. In forming our HRP strategic 
programs we: 

Use a comprehensive career 
S III 

011 tracking system 
Ask each employee, soon after 
employment, to provide his/her 
developmental plan/s for 

012 future jobs 

23 26 24 27 41 

Ask each employee to initiate 
skills and qualifications review 

013 for vacancies as they arise 
S IV 

16 18 

23 27 

019 

020 

021 

7. As part of our planning processes: 

Career committees review individual 
career objectives and match them to 
task/role of a specific 
career ladder 17 
Employees are provided with career 
guidance and review of individual 
progress toward his/her career 
career objectives 
Each employee in our company has a 
career plan which leads his/her 
work and development plan 

_32 

15 

22 

29 

25 

33 

36 29 33 

17 20 23 

47 

49 

35 

56 

40 

20 15 18 53 62 

27 

51 

31 

59 
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TABLE 15 Continued 

Variables and SHRP A N S W E R S 

ACTIVITIES SA + A SHA D+DS 

Try to make strategic HRP programs 
as an output or part of our 

010 business strategic plans 54 61 22 25 12 14 

2. In recruitment and selection 
of our new employees: 

S III 
004 Long-run career success 

indicators are used 43 43 25 28 36 40 
Internal search for qualified 
person precedes outside 

005 recruitment 80 90 6 8 5 5 
S XX 

Our information system is used 
to match interested and qualified 
persons on our staff with 

006 our vacancies 35 39 1 9 21 35 39 

3. We begin college recruitment 
long before graduation to: 
Give prospective employees 

007 enough time for preparation 24 29 31 37 28 ** 
Have a good opportunity to 

008 select better talents 52 60 16 18 19 22 
Enable HR department to involve 
our line managers indeveloping 
our strategic HRP programs 

009 for recruitment 
Career planning 

38 45 17 20 30 35 

5. Our managers are responsible 
for offering career guidance/ 
counseling to each employee to: 

014 Make a realistic career plan 42 48 25 28 71 OA 
Provide him/her with placement 
assistance when suitable chances 

015 are not available in our company 12 14 27 32 45 54 

Succession Planning 

6. In forming our succession plan: 
S III 

Management succession candidate 
are prepared to fill projected 

016 need on pooled bases 30 32 30 32 34 37 
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TABLE 15 Continued 

Variables and SKRP A N S W E R S 

ACTIVITIES SA k + A SHA D+DS 

s IV 
Succession plans are the results of 
an effective career development and 

017 progression plan for our employees 35 33 38 24 27 
HR succession plans are reviewed 
annually to correct any discrepancy 
and to insure our action plans 

018 effectiveness 52 61 13 15 21 24 

Retirement and special leave 
S II 

8. We consider retirement as: 

022 A private decision of each employee 13 86 9 11 3 4 
S III 

023 A private decision influenced 
by our flexible roles 24 32 27 36 24 32 

024 A step on employee career ladder JL4 19 16 22 42 59 
9. Our sabbaticals,special leave 
programs and project assignments 
are available to: 

S IV 
025 Any employee 14 18 11 14 53 67 
026 Special talents employees 23 30 14 18 38 50 
027 Mid and High level managers 21 28 21 28 33 43 

10. Individual differences in age and 
seniority have minimum influence 
on any one*s career: 

S IV 
028 Progress 39 44 23 29 18 23 
029 Development 39 48 22 27 21 26 
030 Compensation 42 52 18 22 21 26 

Development 

11. Our important objectives in HR 
development (HRD) are: 

S 111 
Keeping up to date with new 

031 technology 52 63 21 25 10 12 
Increasing the level of understanding 

032 company's roles and objectives 62 70 19 22 4 5 
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TABLE 15 Continued 

Variables and SHRP A N S W E R S 

ACTIVITIES SA + A SHA D+DS 

N P 

033 Improving employee relations 64 77 16 19 3 4 
034 Improving productivity 72 87 9 11 2 2 

S IV 
035 Developing performance standards 67 82 10 12 5 6 
036 Problem solving and decision making 58 71 21 26 3 4 

12 . The most common methods & extent 
used in our HRD are: 

S III 
040 University based programs 34 43 26 33 20 25 
041 Vocational technical programs 10 13 26 34 41 53 
045 In house seminars 64 81 13 16 2 3 
046 On the job coaching /training 67 83 13 16 1 1 
047 Job rotation 26 34 35 46 14 18 

13 . Our company's policy is to prepare 
our employee for future jobs by: 

S IV 
049 Cross departmental and function 

lines assignments 40 47 31 37 12 14 
050 Development plan for each employee -26 32 32 40 22 27 

EVALUATION 

1 . We have annual employee performance 
review meetings with each employee to: 

S II 
001 Evaluate his/her progress 83 95 3 3 1 1 

S III 
002 To provide better development 

directions 66 77 18 21 2 2 

Measurements 

2 . In our evaluation of HRP practices i we: 
S II 

007 Use general cost-benefit analysis _37 43 27 31 23 26 

Compare our individual employee 
attitudes and performance with 

010 those of similar organizations 29 33 22 25 36 41 



147 

TABLE 15 Continued 

Variables and SHRP A N S W E R S 

ACTIVITIES SA + A SHA D+DS 

Use an independent agency to 
evaluate our HR system and 

Oil suggest improvement methods 
Examine direction and changing 
rates of productivity and other 

5 6 21 24 60 70 

013 problem indicators 34 39 27 31 26 30 
S III 

Create our own measurements for our 
HR assessment in the light of our 

003 company's different circumstances 
Review our HRP policies,systems, 
and activities to correct any 

.57 66 18 21 12 14 

009 discrepancy and enhance them 
Examine trends of our expenditure 

67 77 14 16 6 7 

012 on HR projects 33 38 28 32 26 30 
S IV 

004 Use self appraisal report 17 20 34 39 36 41 
Use computerized simulation system 
to evaluate our HH decision 

005 and our HRP performance 4 5 6 7 76 87 
Calculate and report for management 
considerations both direct and 
indirect cost and benefits 

006 of HRP practices 29 33 32 37 26 30 
Give our management and investors 
the opportunity to evaluate our 

008 financial and HRP evaluation methods 20 23 18 21 48 56 
General Information About SHRP and Corporations 
Evaluation of SHRP Return: 

3. Our evaluation of our strategic 
HRP projects suggests that: 

014 They are cost effective programs 42 52 28 35 11 14 
It is hard in most cases to 
demonstrate that modern HRP/HRP&D 

015 programs are cost effective 24 29 25 30 34 41 

4. Difficult challenges facing our 
HRP efforts are keeping up with 
rapid change in: 

016 American economy 41 47 26 30 20 23 
017 Technology 45 52 22 26 19 22 
018 American society 32 39 34 41 17 21 
019 Political and legal environments 57 68 19 22 8 10 
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TABLE 15 Continued 

Variables and SHRP A N S W E R S 

ACTIVITIES SA + A SHA D+DS 

5. Other difficult challenges facing 
our HRP efforts are: 

020 Gain top management support 
021 Gain more support from top manager* 

top management 
022 Maintain high level of support 

from our top management 

6. At this time our managers are 
very concerned about: 

025 Strategic HRP&D and HRP projects 
026 Strategic HRP 
027 Short run HRP&D projects 
028 Linking our HRP&D to our SBP 

7. Our company's management style is: 
(Mark only one.) 

029 A conservative style 
030 A liberal style 
031 In between these two styles 33 37 

8. Considering the management style 
of GE and IBM, our management style 
and flexibility is: (Mark only one.) 

032 More advanced 13 15 
033 At the same level "*23 26 
034 A little bit behind ~62 12 

9. If you had to evaluate your company's 
industry over the last five to ten 
years, would you consider it: 

035 Growing 55 53 
036 Stable 13 15 
037 Shrinking 21 

33 39 25 29 27 32 
It 
35 43 22 27 25 31 

46 56 22 27 14 17 

27 33 31 38 23 28 
25 31 29 35 28 34 
33 41 31 39 16 20 
45 54 21 25 18 21 

40 45 
16 18 
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RESPONDENTS ANSWERS IN NUMBER AND PERCENTAGES 
IN THREE GROUPS 
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VARIABLES S A + A 
N P 

S H A 
N P 

DA 4- SDA 
N P 

Environmental changes 

In preparing human resources planning(HRP) projects, 
our management studies the direction of changes of 
the following factors: 

1. Legal changes trend: 
001 Deregulation 
002 Government intervention 
003 Equal opportunities 
004 
005 

Health and safety regulations 
Improving work environment 

006 
007 
008 
009 
010 
011 
012 
013 

014 
015 

2. Economic changes trend: 

Booming economy 
Recession^ 
Inflation" 

016 
017 
018 
019 
020 
021 
022 

023 
024 

Unemployment rate 
Employment rate 
Labor cost 
Trends of profit ~~ 
Productivity rate 
Working at full production 
capacity^ 
Return on investment 

3. Social changes trend: 

Family planning strategy 
Labor mobility level 
Drug and alcohol abuse 
Changing American values 
Growing older work force 
Dual career family trend 
Changing composition of work 
force(male/female) 
Divorce rate 
Single head household trend 

25 35 21 30 23 35 
49 70 16 23 4 6 
58 84 9 13 3 4 
49 70 14 20 7 10 
44 63 19 27 7 10 

43 64 18 27 7 10 
46 66 15 21 9 13 
41 60 19 27 8 11 
27 38 26 37 17 24 
31 45 26 37 13 18 
56 80 13 19 1 1 
63 90 7 10 
50 71 17 24 3 4 

35 51 21 30 13 19 
54 77 11 16 5 7 

9 13 22 32 38 56 
20 28 28 40 22 34 
25 36 24 35 20 29 
19 27 34 49 16 23 
35 50 24 34 11 16 
32 45 21 30 17 24 

31 44 25 36 14 20 
1 1 18 26 50 68 

10 15 20 29 39 56 

Note: SA+A- Strongly agree+agree, SHA» Somehow agree 
DA+SDA* Disagrea+strongly disagree. 
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TABLE 16 Continued 

VARIABLES S A + A S H A DA + SDA 
N P N P N P 

4. Technology changes trend: 

025 Computer development 54 77 15 21 1 1 
026 Improving training technology 46 66 19 27 5 7 
027 Office automation 48 68 16 23 6 9 
028 Communication technology 

23 

improvements 39 56 25 36 6 9 
029 Availability of high quality 

56 25 36 

training providers 34 49 17 24 19 27 

5. The reasons for our top management 

concern about HHP stem from 
the fact that: 

030 We use the most advanced 
technology in the market 20 29 19 28 30 43 

031 Modern HRP techniques are very 
important for our future 
advancement 40 57 20 29 10 14 

032 Modern HHP techniques are helping 
in maintaining our established 
position in the industry 36 51 21 30 13 19 

033 There are many changes in our 
industry,and modern HRP projects 
are the best way to keep up 
with changes 35 5 0 19 27 16 23 

6. Carrying out strategic HRP projects 
and linking them to long run business 
strategies are related more to 
management's : (please answer all) 

034 Beliefs 
035 Philosophy 
036 Top managers experiences 

and background 

SECTION II 
INFORMATION SYSTEM AND 

1. Our information system gathers 
individual employee data such as: 

037 Individual interests 
038 Self appraisal data 
039 Job performance 
040 Specific individual skills 

and knowledge areas 
041 Psychological assessments 9 13 10 15 50 73 

39 56 19 27 12 17 
41 59 19 27 10 14 

42 60 15 21 3 18 

FORECASTING 

20 29 10 14 39 ! 
15 21 18 26 36 ! 
59 85 2 3 8 : 

44 64 12 17 13 : 
' 9 13 10 15 50 ' 

56 
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VARIABLES S A + A S H A DA + SDA 
N P H P N P 

2. Our company has a comprehensive 
HR information system which: 

042 Produces documents for personnel 
decisions 33 48 13 19 23 33 

043 Collects data on individual employee 
behavioral characterestics 7 10 7 10 54 79 

044 Represents a corporate wide system 34 49 14 20 21 30 
045 Is helping to initiate personnel 

actions and analyze special 
problems 26 38 25 37 17 25 

046 Is helping our company to 
collect data about individual's 
general and on-job behaviors 10 15 17 25 41 60 

3 . Computer processing is used 
basically in our HRP for: 

047 Examining trends in the HR 
problems 19 28 12 17 37 54 

048 Examining future trends of HR 
supply and demand 13 19 18 27 37 54 

049 Relieving managers of 
routine forecasting task 20 29 20 29 28 41 

050 Analyzing career paths 
and career progress 20 29 15 22 34 49 

051 Updating company plan 
to talent needs 26 38 13 19 30 44 

052 Updating company * s 
career opportunities 25 36 9 13 35 51 

053 Providing best possible data base 
for managers* personnel decisions^ J O 44 16 23 23 33 

4 • Our company exchanges HR 
information with other organizations 
(companies,government agencies.etc..) on: 

054 A Very large scale yes 2 3 no 68 97 
055 A large scale yes 6 9 no 64 91 
056 An average scale yes 39 56 no 31 44 
057 A small scale Y©3 17 24 no 53 76 
058 Hot at all yes 6 9 no 64 91 
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TABLE 16 Continued 

VARIABLES S A + A 
N P 

S H A 
N P 

DA + SDA 
N P 

059 

060 

061 

062 

063 

064 

065 

066 

In forecasting our HR needs, 
our company uses: 

Projected organization 
structure changes 
Planned change in mission, 
operation or capacity 
Prescribed planning criteria 
or budget limits 
Computer generated analysis of 
future trends supply and demand 
in labor market i0 
Modeling and simulation of 
labor needs on a continuous bases 9 
Updated annual computerized 
HR strategic plan 13 
Updated computerized 
individual career plan 

.51 75 13 19 4 6 

49 72 12 18 7 10 

41 60 17 25 10 15 

47 68 13 19 9 13 

12 

15 11 16 47 69 

13 12 17 46 69 

19 10 15 45 66 

18 9 13 47 69 

001 
002 
003 

004 

PLANNING AND DEVELOPMENT 

.. At our company coordinating recruitment among 
organization units is a main part of: (Mark one.) 

Line managers' job 2 
Personnel department staff 53 
Both line and staff managers 36 

. In recruitment and selection 
of our new employees: 

Long-run career success 
indicators are used 
Internal search for qualified 

2 
60 
38 

005 

006 

007 

.43 

80 

person precedes outside 
recruitment 
Our information system is used 
to match interested and qualified 
persons on our staff with 
our vacancies 35 

3. We begin college recruitment 
long before graduation to: 

Give prospective employees 
enough time for preparation 24 29 

48 

90 

39 

25 28 36 40 

6 8 5 5 

19 21 35 39 

31 37 28 34 
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TABLE 16 Continued 

VARIABLES S A + A S H A DA + SDA 
N P N P N P 

Have a good opportunity to 
008 select better talents _52 60 16 18 19 22 

Enable HR department to involve 
our line managers indeveloping 
our strategic HRP programs 

009 for recruitment 38 45 17 20 30 35 

4. In forming our HRP strategic 
programs we: 

Try to make strategic HRP programs 
as an output or part of our 

010 business strategic plans 54 61 22 25 12 14 
Use a comprehensive career 

011 tracking system_ 23 26 24 27 41 47 
Ask each employee, soon after 
employment, to provide his/her 
developmental plan/s for 

012 future jobs 16 18 22 25 49 56 
Ask each employee to initiate 
skills and qualifications review 

013 for vacancies as they arise 23 27 29 33 35 40 
5. Our managers are responsible 

for offering career guidance/ 
counseling to each employee to: 

014 Make a realistic career plan 42 48 25 28 21 24 
Provide him/her with placement 
assistance when suitable chances 

015 are not available in our company 12 14 27 32 45 54 

6. In forming our succession plan: 

Management succession candidate 
are prepared to fill projected 

016 need on pooled bases 30 32 30 32 34 17 
Succession plans are the results of 
an effective career development and 

017 progression plan for our employees 31 35 33 38 24 27 
HR succession plans are reviewed 
annually to correct any discrepancy 
and to insure our action plans 

018 effectiveness 52 61 13 15 21 24 
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TABLE 16 Continued 

VARIABLES S A + A S H A DA + SI 
N P N P N : 

7. As part of our planning processes: 
career objectives and match them to 
task/role of a specific 

019 career ladder 17 20 15 18 53 62 
Employees are provided with career 

62 

guidance and review of individual 
progress toward his/her career 

020 career objectives 32 36 29 33 27 31 
Each employee in our company has a 

31 

career plan which leads his/her 
021 work and development pi am 15 17 20 23 51 59 

8. We consider retirement as: 
022 A private decision of each employee -73 86 9 11 3 4 
023 A private decision influenced 

by our flexible roles 24 32 27 36 24 32 
024 A step on employee career ladder _14 19 16 22 42 59 

9. Our sabbaticals,special leave 
programs and project assignments 
are available to: 

025 Any employee 14 18 11 14 53 67 
026 Special talents employees 23 30 14 18 38 50 
027 Mid and High level managers 21 28 21 28 33 43 

10. Individual differences in age and 
seniority have minimum influence 
on any one's career: 

028 Progress 39 44 23 29 18 23 
029 Development 39 48 22 27 21 26 
030 Compensation 42 52 18 22 21 26 

11. Our important objectives in HR 
development (HRD) are: 

031 Keeping up to date with new tech 52 63 21 25 10 12 
Increasing the level of understanding 

12 

032 company's roles and objectives 62 70 19 22 4 5 
033 Improving employee relations 64 77 16 19 3 4 
034 Improving productivity 72 87 9 11 2 2 
035 Developing performance standards 67 82 10 12 5 6 
036 Problem solving and decision making 58 71 21 26 3 4 

12 . The most common methods & extent 
used in our HRD are: 

040 University based programs 34 43 26 33 20 25 
041 Vocational technical programs 10 13 26 34 41 53 
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TABLE 16 Continued 

VARIABLES S A + A S H A DA + SDA 
N P N P N P 

045 In house seminars 64 81 13 16 2 3 

046 On the iob coachina /training 67 83 13 16 1 1 

047 Job rotation 26 34 35 46 14 18 

13. Our company's policy is to prepare 
our employee for future jobs by: 

049 Cross departmental and function 
lines assignments 40 47 31 37 12 14 

050 Development plan for each employee^ J 6 32 32 40 22 27 
EVALUATION 

1. We have annual employee performance 
review meetings with each employee to: 

001 Evaluate his/her progress 83 95 3 3 1 1 
002 To provide better development 

directions 66 77 18 21 2 2 

2. In our evaluation of HRP practices we: 

Create our own measurements for our 
HR assessment in the light of our 

003 company's different circumstances 57 66 18 21 12 14 
004 Use self appraisal report 17 20 34 39 36 41 

Use computerized simulation system 
to evaluate our HR decision 

005 and our HHP performance 4 5 6 7 76 87 
Calculate and report for management 
considerations both direct and 
indirect cost and benefits 

006 of HRP practices 29 33 32 37 26 30 
007 Use general cost-benefit analysis 37 43 27 31 23 26 

Give our management and investors 
the opportunity to evaluate our 

008 financial and HRP evaluation methods 20 23 18 21 48 56 
Review our HRP policies,systems, 
and activities to correct any 

009 discrepancy and enhance them 67 77 14 16 6 7 
Compare our individual employee 
attitudes and performance with 

010 those of similar organizations 29 33 22 25 36 41 
011 Use an independent agency to 

evaluate our HR system and 
suggest improvement methods 5 6 21 24 60 70 
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TABLE 16 Continued 

VARIABLES S A + A S H A DA + SDA 
N P H P N P 

012 Examine trends of our expenditure 
on HR projects 33 38 28 32 26 30 
Examine direction and changing 
rates of productivity and other 

013 problem indicators 34 39 27 31 26 30 

3. Our evaluation of our strategic 
HRP projects suggests that: 

014 They are cost effective programs 42 52 28 35 11 14 
It is hard in most cases to 
demonstrate that modern HRP/HRP&D 

015 programs are cost effective 24 29 25 30 34 41 

4. Difficult challenges facing our 
HRP efforts are keeping up with 
rapid change in: 

016 American economy 

017 Technology 
018 American society^ 

41 47 26 30 20 23 

45 52 22 26 19 22 £ 

32 39 34 41 17 21 
57 68 19 22 8 10 019 Political and legal environments^ 

5. Other difficult challenges facing 
our HRP efforts are: 

020 Gain top management support 33 39 25 29 27 32 
021 Gain more support from top management 

top management 35 43 22 27 25 31 
022 Maintain high level of support 

from our top management 46 56 22 27 14 17 
6. At this time our managers are 

very concerned about: 

025 Strategic HRP&D and HRP projects^ 
026 Strategic HRP 
027 Short run HRP&D projects^ 
028 Linking our HRP&D to our SBP 

7. Our company*s management style is: 
029 A conservative style 
030 A liberal style_ 
031 In between these two styles^ 

27 33 31 38 23 28 
'25 31 29 35 28 34 
33 41 31 39 16 20 
45 54 21 25 18 21 

40 45 
16 18 
33 37 
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TABLE 16 Continued 

VARIABLES S A + A S H A DA + SDA 
N P N P N P 

8. Considering the management style 
of GE and IBM, our management style 
and flexibility is: 

032 More advanced 13 15 
033 At the same level 23 26 
034 A little bit behind 62 72 

9. If you had to evaluate your company's 
industry over the last five to ten 
years, would you consider it: 

035 Growing 56 63 
036 Stable 13 16 
037 Shrinking^ 16 21 
038 No clear trend 4 5 
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RESPONDENTS ANSWERS IN NUMBERS 
AND PERCENTAGES 
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S A 
N P 

A G 
N P 

S H A 
N P 

D A S D A 
N P N P 

Environmental changes 

In preparing human resources planning(HRP) projects, 
our management studies the direction of changes of 
the following factors: 

1. Legal changes trend: 

Deregulation 8 11 17 24 21 30 12 24 11 11 
Government intervention 20 29 29 41 16 23 4 6 - - - -

Equal opportunities 30 43 23 40 9 13 3 4 - - __ 

Health and safety regulations 23 33 26 37 14 20 5 7 2 3 
Improving work environment 12 17 32 46 19 27 6 9 1 1 

2. Economic changes trend: 

Booming economy 14 21 29 43 18 27 6 9 1 1 
Recession 18 26 28 41 , , , , 9 13 - - - -

Inflation 17 25 24 35 19 27 6 9 2 2 
Unemployment rate 8 11 19 27 26 37 15 21 2 3 
Employment rate 11 16 20 29 26 37 12 17 1 1 
Labor cost 33 47 23 33 13 19 1 1 — — 

Trends of profit 27 39 36 51 7 10 - - - - — 

Productivity rate 22 31 28 40 17 24 3 4 — — 

Working at full production 
capacity 10 15 25 36 21 30 11 16 2 3 
Return on investment 36 51 18 26 11 16 4 6 1 1 

3. Social changes trend: 

Family planning strategy - - 9 13 22 32 28 41 10 15 
Labor mobility level 3 4 17 24 28 40 15 21 7 10 
Drug and alcohol abuse 7 10 18 26 24 35 17 25 3 4 
Changing American values 3 4 16 23 34 49 16 23 — 

Growing older work force 6 9 29 41 24 34 11 16 - - - -

Dual career family trend 8 11 24 34 21 30 17 24 — - -

Changing composition of work 
force(male/female} 7 10 24 34 25 36 12 17 2 3 
Divorce rate - — 1 1 18 26 31 45 19 28 
Single head household trend 2 3 8 12 20 29 25 36 14 20 

Note: SA» strongly agree, AG* Agree, SHA« somehow agree 
DA» disagree, and SDA» strongly disagree. 
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TABLE 17 Continued 

SA AG S H A DA S D A 
n p n p n p n p n p 

24 34 30 43 15 21 1 1 - — — _ 

20 29 26 37 19 27 4 6 i 1 
19 27 29 41 16 23 6 9 

13 19 26 37 25 36 4 6 2 3 

9 13 25 36 17 24 15 21 4 6 

4. Technology changes trend: 

Computer development 
Improving training technology 
Office automation 
Communication technology 
improvements 
Availability of high quality 
training providers 

5. The reasons for our top management 
concern about HHP stem from 
the fact that: 

We use the most advanced 
technology in the market 6 9 14 20 19 28 23 33 7 10 
Modern HRP techniques are very 
important for our future 
advancement 15 21 25 36 20 29 7 10 3 4 

Modern HRP techniques are helping 
in maintaining our established 
position in the industry 10 14 26 37 21 30 11 16 2 3 

There are many changes in our 
industry,and modern HRP projects 
are the best way to keep up 
with changes 11 i 6 24 34 19 27 14 20 2 • 

6. Carrying out strategic HRP projects 
and linking them to long run business 
strategies are related more to 
management's : (please answer all) 
Beliefs 
Philosophy 
Top managers experiences 

and background 

SECTION II 
INFORMATION SYSTEM AND FORECASTING 

1. Our information system gathers 
individual employee data such as: 

Individual interests 
Self appraisal data 
Job performance 
Specific individual skills ' 
and knowledge areas 
Psychological assessments 

13 19 26 37 19 27 10 14 2 3 
16 23 25 36 19 27 8 11 2 3 

13 19 29 41 15 21 10 14 3 4 

3 4 17 25 10 15 16 23 23 33 
4 6 11 16 18 26 13 19 23 33 

30 43 29 41 2 3 7 10 1 1 

19 28 25 36 12 17 6 9 7 10 
3 4 6 9 10 15 20 29 30 44 
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S A A G S H A D A S D A 
N P N P N P N P N P 

2. Our company has a comprehensive 
HR information system which: 

Produces documents for personnel 
decisions 
Collects data on individual employee 
behavioral characterestics 
Represents a corporate wide syste: 
Is helping to initiate personnel 
actions and analyze special 
problems^ 

15 22 18 26 13 19 15 22 8 12 

4 6 3 4 7 10 25 37 29 43 
22 32 12 17 14 20 12 17 9 13 

6 9 20 29 25 37 10 15 7 10 

Is helping our company to 
collect data about individual's 
general and on-job behaviors 1 2 9 13 17 25 20 29 21 31 

3- Computer processing is used 
basically in our HRP for: 

Examining trends in the HR 
problems 3 4 16 24 12 18 19 28 18 27 
Examining future trends of HR 

19 28 18 27 

supply and demand 3 4 10 15 18 27 19 28 18 27 
Relieving managers of 

28 18 27 

routine forecasting task 4 6 16 24 20 29 15 22 13 19 
Analyzing career paths 

13 19 

and career progress 3 4 17 25 15 22 22 32 12 17 
Updating company plan 

12 17 

to talent needs 4 6 22 32 13 19 18 26 12 17 
Updating company's 

12 17 

career opportunities 5 7 20 29 9 13 22 32 13 19 
Providing best possible data base 

13 22 32 13 19 

for managers' personnel decisions 16 23 14 20 16 23 18 26 5 7 

4. Our company exchanges HR 
information with other organizations 
(companies,government agencies.etc,.) on: 

A Very large scale 
A large scale 
An average scale 
A small scale 
Not at all 

yes 2 3 no 68 97 
yes 6 9 no 64 91 
yes 39 56 no 31 56 
yes 17 24 no 53 76 
yes 6 9 no 64 91 
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S A A G S H A D A S D A 
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5. In forecasting our HR needs, 
our company uses: 

Individual manager projection 20 29 31 46 13 19 2 3 2 3 
Projected organization 
structure changes 16 24 33 49 12 18 5 7 2 3 
Planned change in mission. 

12 18 

operation or capacity 14 21 27 40 17 25 6 9 4 6 
Prescribed planning criteria 

17 25 

or budget limits 16 23 31 45 13 19 3 4 6 9 
Computer generated analysis of 
future trends supply and demand 
in labor market 2 3 8 12 11 16 24 35 23 34 
Modeling and simulation of 

16 24 35 23 34 

labor needs on a continuous bases 2 3 7 10 12 18 17 25 29 43 
Updated annual computerized 

18 17 25 29 43 

HB strategic plan 4 6 9 13 10 15 19 28 26 38 
Updated computerized 

13 10 15 19 28 26 38 

individual career plan 3 4 9 13 9 13 22 32 25 37 

PLANNING AND DEVELOPMENT 

1. At our company coordinating recruitment among 
organization units is a main part of: (Mark one.) 

Line managers' job 2 2 
Personnel department staff 53 go 
Both line and staff managers 36 40 

2. In recruitment and selection 
of our new employees: 

Long-run career success 
indicators are used 9 10 34 38 25 28 15 17 
Internal search for qualified 
person precedes outside 
recruitment 53 60 27 30 6 7 2 2 1 1 
Our information system is used 
to match interested and qualified 
persons on our staff with 
our vacancies 16 i 8 19 21 19 21 16 18 19 21 

3. We begin college recruitment 
long before graduation to: 

Give prospective employees 

enough time for preparation 5 6 19 22 31 37 13 16 15 18 

6 
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Have a good opportunity to 
select better talents 17 20 35 40 16 18 8 9 H 13 
Enable HR department to involve 
our line managers indeveloping 
our strategic HRP programs 
for recruitment_ 8 9 30 35 17 20 17 20 13 15 

4. In forming our HRP strategic 
programs we: 

Try to make strategic HRP programs 
as an output or part of our 
business strategic plans 25 28 29 33 22 25 7 8 5 6 
Use a comprehensive career 
tracking system 5 6 18 21 24 27 23 26 18 21 
Ask each employee,soon after 
employment, to provide his/her 
developmental plan/s for 
future jobs 5 « u 13 22 25 31 36 18 21 
Ask each employee to initiate 
skills and qualifications review 
for vacancies as they arise 8 9 16 18 29 33 21 24 14 16 

5. Our managers are responsible 
for offering career guidance/ 
counseling to each employee to: 

Make a realistic career plan 11 13 31 35 25 28 16 18 5 6 
Provide him/her with placement 
assistance when suitable chances 
are not available in our company 2 2 10 12 27 32 21 25 24 29 

6. In forming our succession plan: 

Management succession candidate 
are prepared to fill projected 
need on pooled bases 6 7 21 25 27 32 17 20 14 17 
Succession plans are the results of 
an effective career development and 
progression plan for our employees 10 11 21 24 33 38 13 15 11 13 
HR succession plans are reviewed 
annually to correct amy discrepancy 
and to Insure our action plans 
effectiveness 27 31 25 29 13 15 10 12 11 13 
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N P 

A G 
N P 

S H A 
N P 

D A 
N P 

S D A 
N P 

7. As part of our planning processes: 

Career committees review individual 
career objectives and match them to 
task/role of a specific 
career ladder 
Employees are provided with career 
guidance and review of individual 
progress toward his/her career 
career objectives 
Each employee in our company has a 
career plan which leads his/her 
work and development plan 

8. We consider retirement as: 
A private decision of each employee 
A private decision influenced 
by our flexible roles 
A step on employee career ladder 

9. Our sabbaticals,special leave 
programs and project assignments 
are available to: 

Any employee 
Special talents employees """ ~ 
Mid and High level managers 

Individual differences in age and 
seniority have minimum influence 
on any one's career: 

6 7 11 13 15 18 24 28 29 34 

9 10 23 26 29 33 15 17 12 14 

4 5 11 13 20 23 32 37 19 22 

33 39 40 47 9 11 2 2 1 1 

7 9 17 23 27 36 13 17 11 15 
5 7 9 13 16 22 23 32 19 26 

7 9 7 9 11 14 19 24 34 43 
9 12 14 18 14 18 14 18 24 32 
9 12 12 16 21 28 11 15 22 29 

Progress 
Development 
Compensation 

15 19 24 30 23 29 10 13 8 10 
15 18 24 29 22 27 13 16 8 10 
16 20 26 32 18 22 12 15 9 11 

11. Our important objectives in HR 
development (HRD) are: 

Keeping up to date with new tech 

company's roles and objectives 
Improving employee relations _ 
Improving productivity 
Developing performance standards 
Problem solving and decision making 

14 
r 

17 38 46 21 25 9 11 

20 24 42 49 19 22 4 5 
25 30 39 47 16 19 4 3 
37 45 35 42 9 11 2 2 
19 23 48 59 10 12 5 6 
20 24 38 46 21 26 2 2 

1 1 

1 1 
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12. The most common methods & extent 
used in our HRD are: 

University based programs 
Vocational technical programs^ 
In house seminars 
On the job coaching /training^ 
Job rotation 

34 42 33 41 13 16 1 1 
9 12 17 22 35 46 10 13 4 5 

13 15 27 32 31 37 9 11 3 4 
13 16 13 16 32 40 15 19 7 9 
28 36 31 40 19 24 

13. Our company's policy is to prepare 
our employee for future jobs by: 

Cross departmental and function 
lines assignments 40 47 31 37 12 14 
Development plan for each employee 26 32 32 40 22 27 

EVALUATION 

1. We have annual employee performance 
review meetings with each employee to: 

c 

Evaluate his/her progress 67 77 16 18 3 3 1 1 
T provide better development 
directions 38 44 28 33 18 21 2 2 

2. In our evaluation of HRP practices we: 

Create our own measurements for our 
HR assessment in the light of our 
company's different circumstances 17 20 40 46 18 21 5 6 7 8 
Use self appraisal report 6 7 11 13 34 39 17 20 19 22 
Use computerized simulation system 
to evaluate our KR decision 
and our HRP performance 1 1 3 4 6 7 24 28 52 61 
Calculate and report for management 
considerations both direct and 
indirect cost and benefits 
of HRP practices 8 9 21 24 32 37 13 15 13 15 
Use general cost-benefit analysis 8 9 29 33 27 31 12 14 11 13 
Give our management and investors 
the opportunity to evaluate our 
financial and HRP evaluation methods 6 7 14 16 18 21 19 22 29 34 
Review our HRP policies,systems, 
and activities to correct any 
discrepancy and enhance them 26 30 4147 14 16 4 5 2 2 
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Compare our individual employee 
attitudes and performance with 
those of similar organizations 8 9 21 24 22 25 21 24 15 17 
Use an independent agency to 
evaluate our HR system and 
suggest improvement methods 1 1 4 5 21 24 24 28 36 42 
Examine trends of our expenditure 
on HR projects 8 9 25 29 28 32 18 21 8 9 
Examine direction and changing 
rates of productivity and other 
problem indicators 7 8 27 31 27 31 15 17 11 13 

Note: SA= Strongly agree+agree, A= Agree, SHA= Somehow agree, and 
DA= Disagree, SDA= Strongly disagree+disagree. 
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FACTORS VARIABLES F.SCORES 

HRIS 

F I Classic Use for HRIS 

44. HRIS represents company wide system .9988 
47. Computer used for examining HR trends .5670 
42. HRIS produces documents for PAIR decision .5408 

II Advanced Use for HRIS For Corporate Centered HRP 

43. HRIS collects behavioral data on each employee .8595 
46. HRIS collects on-job behavioral data .8412 
45. HRIS used in analysis of special problems .7233 
40. HRIS Gathers data on employee skills and knowledge .6003 

F III Advanced Use for HRIS in Employees Centered HRP 

41. HRIS gathers data on psychological assessment .7586 
38. HRIS gathers data about self appraisal .7186 
39. HRIS gathers data about job performance .6617 

Forecasting 

F I Advanced Forecasting Methods: 

64. Modeling and Simulation HR on a Continuous base .8821 
65. Updated Annual Computerized SHRP .8610 
66. Updated Computerized Individual Career Plan .8332 
63. Computerized Generated Analysis of Future Trends .7887 

F II Exchanging HR Information 

58. Exchanges HR information V.large Scale .8547 
57. Exchanges HR information on Small Scale .8455 

F III Classic Forecasting Methods 

61. Planned Changes in Mission or Capacity .8135 
62. Prescribed Planning Criteria or Budget Limits .7650 
60. Projected Organizational Structure Change .6543 

49. Relieving Managers of Routine Forecasting Task .8219 
53. Computer used For Personnel Decisions .7649 
50. Computer Used For Career path& Progress analysis .6591 
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FACTORS VARIABLES F.SCORES 

F IV Classic Usage for Computer 

Planning and Development 

F I Advanced planning Methods: 

20. Providing Each Employee With Career Guidances .7557 
17. Career Plan is The Base for Succession Plan .7377 
18. Updating Succession Planning for Effectiveness .7213 
14. Managers Help Employees to make Realistic Plan .6900 
10. SBP is the Base for SHRP .6705 
11. Comprehensive Career Tracking is the SHRP base .6220 
21. Employee C/plan Leads His/Her development .6015 
12. Employee Asked to Provide C/Development PLan early .5492 
19. Career Plans Reviewed by Career Committees .5452 

F II Seniority Roles 

29. Minimum Roles in Development 
28. Minimum Roles in Progress 
30. Minimum Roles in Compensation 

F III Advanced Developmental Objectives 

.9665 

.8962 

.7771 

33. Improving Employees Relation 
32. Employees Awareness of Company's Roles 
34. Improving Productivity 
31. Updating the Employees with New Technology 

F IV Roles of Line and Staff in Recruiting 

3. Coordinating Recruitments Done Line&Staffs 
2. Personnel Dept. Coordinates Recruitment 

.7788 

.7684 

.6283 

.5412 

.9981 

.9520 

F V Advanced Developmental Methods 

47. Job Rotation 
49. Cross Departmental Assignments 
50. Development Plan for Each Employee 

.8091 

.5958 

.5760 

F VI Availability of Special Leave Programs 

26. Special Leave Available for Talent Employee 
27. Special Leave Available for Ranked Managers 

F VII College Recruitment Objectives 

8. To Select Better Talents 
9. To Involve Line Managers to Share SHRP 

.8759 

.7113 

5685 
5463 



168 

FACTORS 

TABLE 18 Continued 

VARIABLES F.SCORES 

F VIII Company's Role in Retirement 

22. Retirement is Private Affair (no role for company) 
15. Companies Offer Outplacement Help 

F IX Roles of Succession Plans in programming 

16• Candidates Prepared On o Pool Base 
6. HRIS Matches Qualified Candidates to the Jobs 

Evaluation 

F I Less Advanced Evaluating Methods 

12. Examining Trends of Expenditure on SHRP Projects 
13. Examining Productivity Changes 
9. Company Reviews Policies for Correction 

15. It is Hard to Show That SHRP is Cost effective 
11. Using Independent Agency in Evaluating SHRP 

F II Challenges Facing SHRP 

21. Gain More of Top Management Support 
20. Gaining Top Management Support 
22. Maintaining High Level of Support 

F III Present Concern for Management 

25. SHRP&D Projects 
26. SHRP 

28. Linking SHRP With SBP 

F IV Environmental Challenges 

16. American Economy Changes 
17. Technology Changes 

F V Advanced Evaluating Methods 

7. Calculating Direct and Indirect Cost and Benefits 
8. Managers & Investors Can Assess Evaluation System 
6.Report Direct & Indirect Cost & Benefits to Mangers 

5729 
.5283 

.5583 

.5468 

.7740 

.6898 

.6349 

.6115 

.5034 

.9825 

.8670 

.7459 

.9662 

.8911 

.6256 

.9819 

.6515 

. 8 0 8 0 

.7722 

.6950 
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RESPONDENTS ANSWERS IN NUMBER AND PERCENTAGES 
IN THREE GROUPS ACCORDING TO COMPANY SIZE 

SMALL MEDIUM LARGE TOTAL 
N P N P N P N P 

Environmental changes 

In preparing human resources planning(HRP) projects, 
our management studies the direction of changes of 
the following factors: 

1. Legal changes trend: 

001 Deregulation 12 52 4 17 7 31 23 100 
002 Government intervention 23 47 8 16 18 37 49 100 
003 Equal opportunities 31 53 6 10 21 36 58 100 
004 Health and safety regulation 24 49 5 10 20 41 49 100 
005 Improving work environment 26 58 5 11 13 29 45 100 

2 . Economic changes trend: 

006 Booming economy 25 58 5 12 13 30 43 100 
007 Recession 27 59 4 9 15 32 46 100 
008 Inflation 23 56 5 12 13 32 41 100 
009 Unemployment rate 16 59 4 15 7 26 27 100 
010 Employment rate 17 55 3 10 11 35 31 100 
011 Labor cost 30 54 7 13 19 33 56 100 
012 Trends of profit 35 55 7 11 21 33 63 100 
013 Productivity rate 25 50 5 10 20 40 50 100 

Working at full production 
014 capacity 18 51 4 11 13 37 35 100 
015 Return on investment 29 53 6 11 19 35 54 100 

3 . Social changes trend: 

016 Family planning strategy 2 22 3 33 4 44 9 100 
017 Labor mobility level 10 50 2 10 8 40 20 100 
018 Drug and alcohol abuse 15 60 3 12 7 28 25 100 
019 Changing American values 11 58 3 16 5 26 19 100 
020 Growing older work force 15 34 6 17 14 40 35 100 
021 Dual career family trend 18 56 4 13 10 31 32 100 
022 Changing composition of work 

force(male/female) 16 52 4 13 11 • 35 31 100 

NOTE: Small3' Small size. Medium* Medium size , < ind 
Large> Large size companies. 
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023 Divorce rate • — _ . — — 1 100 1 1C0 
024 Single head household trend 7 70 1 10 2 20 10 100 

4 . Technology changes trend: 
025 Computer development 32 59 6 11 16 30 54 10C 
026 Improving training technology 27 57 6 13 13 28 46 100 
027 Office automation 27 56 8 17 13 27 48 100 
028 Communication technology 

improvements 22 56 5 13 12 31 39 100 
029 Availability of high quality 

training providers 16 47 4 12 14 41 34 100 

5. . The reasons for our top management 
concern about HRP stem from 
the fact that: 

030 We use the most advanced 
technology in the market 8 40 2 10 10 50 20 100 

031 Modern HRP techniques are very 
important for our future I 

advancement 18 45 6 15 16 40 40 100 
032 Modern HRP techniques are helping 

in maintaining our established 
position in the industry 21 58 3 8 12 34 36 100 

033 There are many changes in our 
industry,and modern HRP projects 
are the best way to keep up 
with changes 16 46 4 11 15 43 35 100 

6. Carrying out strategic HRP projects 
and linking them to long run business 
strategies are related more to 
management's : (please answer all) 

034 Beliefs 21 54 2 5 16 41 31 100 
035 Philosophy 21 51 4 9 16 39 41 100 
036 Top managers experiences 

and background 25 60 4 10 13 31 42 100 

SECTION II 
INFORMATION SYSTEM AND FORECASTING 

1. Our information system gathers 
individual employee data such as: 

037 Individual interests^ 
038 Self appraisal data 
039 Job performance^ 

10 50 2 10 
12 80 1 7 
33 56 7 12 

8 40 
2 13 

19 32 

20 100 
15 100 
59 100 
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LARGE 
N P 

TOTAL 
N P 

040 Specific individual skills 

054 
055 
056 
057 
058 

and knowledge areas 24 54 6 14 14 32 44 100 
041 Psychological assessments 6 67 — 3 33 9 100 

2 . Our company has a comprehensive 
HR information system which: 

042 Produces documents for personnel 
decisions 19 58 3 9 11 33 33 100 

043 Collects data on individual employee 
behavioral characterestics 3 43 1 14 3 43 7 100 

044 : Represents a corporate wide system 21 62 3 9 10 29 34 100 
Is helping to initiate personnel 
actions and analyze special 

045 problems 10 38 5 19 11 42 26 100 

046 Is helping our company to 
collect data about individual's 
general and on-job behaviors 4 40 1 10 5 50 10 100 

3 . Computer processing is used 
basically in our HRP for: 

047 Examining trends in the HR 
problems 7 37 4 21 8 42 19 100 

048 Examining future trends of HR 
supply and demand 5 38 1 15 6 46 13 100 

049 Relieving managers of 
routine forecasting task 9 45 3 15 8 40 20 100 

050 Analyzing career paths 
and career progress 10 50 1 5 9 45 20 100 

051 Updating company plan 
to talent needs 14 54 3 12 9 34 26 100 

052 Updating company's 
career opportunities 14 56 2 8 9 36 25 100 

053 Providing best possible data base 
for managers' personnel decisions^ 14 47 2 8 9 36 25 100 

Our company exchanges HR information 
with other organizations(companies, 
government agencies.etc..) on: 
A Very large scale yes 
A large scale yes 
An average scale yes 
A small scale 
Not at all 

yes 
_yes 

no 
no 
no 
no 
no 
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5. In forecasting our HR needs, 
our company uses: 

059 Individual manager projection 28 55 6 12 17 33 51 100 
060 Projected organization 

structure changes 29 64 6 12 17 33 51 100 
061 Planned change in mission, 

operation or capacity 21 51 5 12 15 37 41 100 
062 Prescribed planning criteria 

or budget limits 26 55 5 11 16 34 47 100 
063 Computer generated analysis of 

future trends supply and demand 
in labor market 5 50 5 50 10 100 

064 Modeling and simulation of 
10 100 

labor needs on a continuous bases 3 33 1 11 5 56 9 100 
065 Updated annual computerized 

HR strategic plan 7 54 6 44 13 100 
066 Updated computerized 

individual career plan 4 33 2 17 6 50 12 100 

PLANNING AND DEVELOPMENT 

1 . At our company coordinating recruitment among 
organization units is a main part of: (Mark one.) 

001 Line managers' job 1 50 2 100 
002 Personnel department staff 17 32 9 17 27 51 47 100 
003 Both line and staff managers 7 19 12 33 17 47 36 100 

2 . In recruitment and selection 
of our new employees: 

004 Long-run career success 
indicators are used 10 23 11 26 22 51 43 100 
Internal search for qualified 
person precedes outside 

005 recruitment 21 26 17 21 42 53 80 100 
Our information system is used 
to match interested and qualified 
persons on oux staff with 

006 our vacancies 7 20 7 20 21 60 35 100 

3, , We begin college recruitment 
long before graduation to: 

Give prospective employees 

007 enough time for preparation 6 ; 25 6 25 12 50 24 100 
Have a good opportunity to 

008 select better talents 12 ; 23 13 25 27 52 52 100 
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Enable HR department to involve 
our line managers indeveloping 
our strategic HRP programs 

009 for recruitment 8 21 

010 

Oil 

012 

013 

014 

015 

016 

1. In forming our HRP strategic 
programs we: 
Try to make strategic HRP programs 
as an output or part of our 
business strategic plans 
Use a comprehensive career 
tracking system 
Ask each employee, soon after 
employment, to provide his/her 
developmental plan/s for 
future jobs 
Ask each employee to initiate 
skills and qualifications review 
for vacancies as they arise 

>. Our managers are responsible 
for offering career guidance/ 
counseling to each employee to: 

Make a realistic career plan 
Provide him/her with placement 
assistance when suitable chances 
are not available in our company 

>. In forming our succession plan: 
Management succession candidate 
are prepared to fill projected 
need on pooled bases 

the Succession plans are the results of 
an effective career development and 

017 progression plan for our employees 
HR succession plans are reviewed 
annually to correct any discrepancy 
and to insure our action plans 

018 effectiveness 

7. As part of our planning processes: 
Career committees review individual 
career objectives and match them to 
task/role of a specific 

019 career ladder 

11 29 19 50 38 100 

10 19 16 

3 13 

2 13 3 19 

4 13 10 42 

10 22 12 29 

1 8 5 42 

4 15 7 26 

6 19 6 19 

9 17 14 27 

28 54 100 

5 22 15 65 23 100 

11 68 16 100 

11 45 24 100 

20 48 42 100 

6 50 12 100 

16 59 27 100 

19 62 31 100 

29 56 52 100 

7 22 19 59 32 100 
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Employees are provided with career 
guidance and review of individual 
progress toward his/her career 

020 career objectives 6 19 7 22 19 59 32 100 
Each employee in our company has a 
career plan which leads his/her 

021 work and development plan 1 7 6 40 8 53 15 100 
8. We consider retirement as: 

100 

022 A private decision of each employee 19 26 18 25 36 49 73 100 
A private decision influenced 

100 

023 by our flexible roles 6 25 4 17 14 58 24 100 
024 A step on employee career ladder 3 21 3 21 8 58 14 100 

9. Our sabbaticals,special leave 
programs and project assignments 
are available to: 

025 Any employee_ 
026 Special talents employees 
027 Mid and High level managers_ 

10. Individual differences in age and 
seniority have minimum influence 
on any one's career: 

028 Progress 
029 Development 
030 Compensation 

4 29 5 36 5 36 14 100 
5 22 8 35 10 43 23 100 
5 23 6 29 10 48 21 100 

8 26 10 21 21 54 39 100 
6 15 12 31 21 54 39 100 

10 24 12 29 20 48 42 100 

11. Our important objectives in HR 
development (HRD) are: 

031 Keeping up to date with new tech 16 31 11 21 25 48 52 100 
Increasing the level of understanding 

032 company's roles and objectives 18 29 17 27 27 44 62 100 
033 Improving employee relations 18 28 15 23 31 49 64 100 
034 Improving productivity 20 28 17 24 35 49 72 100 
035 Developing performance standards 17 25 15 22 35 52 67 100 
036 Problem solving and decision making 18 31 13 22 27 47 58 100 

12. The most common methods & extent 
used in our HRD are: 

040 University based programs 8 24 7 20 19 56 34 100 
041 Vocational technical programs 1 10 1 10 8 80 10 100 
045 In house seminars 19 30 15 23 30 47 64 100 
046 On the job coaching /training 19 28 16 24 32 48 67 100 
047 Job rotation 7 27 8 31 11 42 26 100 
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13. Our company's policy is to prepare 
our employe* for future jobs by: 

049 Cross departmental and function 
lines assignments 10 25 13 33 17 42 40 100 

050 Development plan for each employee 5 19 6 23 15 58 26 100 

EVALUATION 

1. We have annual employee performance 
review meetings with each employee to: 

001 Evaluate his/her progress 69 83 10 12 4 5 83 100 
002 To provide better development 

directions 54 82 9 14 3 5 66 100 

2. In our evaluation of HRP practices we: 
Create our own measurements for our 
HR assessment in the light of oux 

003 company's different circumstances 47 82 8 14 2 4 57 100. 
004 Use self appraisal report 16 94 1 6 -- -- 17 100 

Use computerized simulation system 
to evaluate our HR decision 

005 and our HRP performance 4 100 — * 4 100 
Calculate and report for management 
considerations both direct and 
indirect cost and benefits 

006 of HHP practices 25 86 3 10 ~ 1 3 29 100 
007 Use general cost-b«neflt analysis 29 78 5 14 3 8 37 100 

Give our management and investors 
the opportunity to evaluate our 

008 financial and HRP evaluation methods 16 80 2 10 2 10 20 100 
Review our HRP policies,systems, 
and activities to correct any 

009 discrepancy and enhance them 54 81 9 13 4 6 67 100 
Compare our individual employee 
attitudes and performance with 

010 those of similar organisations 23 79 3 10 3 10 29 100 
Use an independent agency to 
evaluate ouc Hit system and 

011 suggest improvement methods 3 60 2 40 — — 5 100 
012 Examine trends of our expenditure 

on HR projects 27 82 4 12 2 6 33 100 
Examine direction and changing 
rates of productivity and other 

013 problem indicators 27 79 5 15 2 6 34 100 
016 American economy 32 78 6 15 3 7 41 100 
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3 . Our evaluation of our strategic 
HRP projects suggests that: 

014 They are cost effective prograas 35 83 4 10 3 7 42 100 
Zt is hard in most cases to 
deaonstrate that modern HRP/HRP4D 

015 prograas are cost effective 19 79 4 17 1 4 24 100 

4. . Difficult challenges facing our 
HRP efforts are keeping up with 
rapid change in: 

017 Technology 39 87 4 8 2 5 43 100 
018 American society 26 81 4 13 2 6 32 100 
019 Political and legal environments 48 84 6 11 3 5 57 100 

5. , Other difficult challenges facing 
our HRP efforts are: 

020 Gain top aanageaent support 27 82 4 12 2 6 33 100 
021 Gain more support from top management 

top aanageaent 29 83 4 11 2 6 35 100. 
022 Maintain high level of support 

from our top aanageaent 37 80 7 15 2 4 46 100 

6. At this tiae our managers are 
very concerned about: 

02S Strategic HRP6D and HRP projects 20 74 4 IS 3 11 27 100 
026 Strategic HRP 19 76 3 12 3 12 25 100 
027 Short run HRP6D projects 28 85 4 11 1 4 33 100 
028 Linking our HRP6D to our SBP 35 78 6 13 4 9 45 100 

7. Our company's management style is: 
029 A conservative style 43 80 9 17 2 4 54 100 
030 A liberal style 15 83 2 11 1 6 18 100 
031 In between these two styles 31 84 3 8 8 8 37 100 

8. Considering the management style 
of G8 and XSM, ouz management style 
and flexibility is: 

032 More advanced 12 92 1 8 ... 13 100 
033 At the same level 20 87 3 13 23 100 
034 A little bit behind 50 81 8 13 4 6 62 100 

9. If you had to evaluate youz company's 
industzy over the last five to ten 
years, would you consider it: 

035 Growing 56 63 
036 Stable 
037 Shrinking 
038 No clear trend 

13 13 
16 21 
4 S 



BIBLIOGRAPHY 

Books 

Anderson, Andy B., Alexander Basilevsky, and Derek P. J. 
Hum. "Missing Data: A Review of the Literature." In 
Handbook of Survey Research. ed Andy B. Anderson, 
Alexander Basilevsky, and P. J. Derk., 415-494. New 
York: Academic Press Inc., 1983. 

Baker, Harry R., and Barbara M. Baker. Multivariate 
Analysis of Variance: Practical Guide to its Use in 
Social Decision Making. Tuscaloosa, Alabama: The 
University of Alabama Press, 1984. 

Borg, Walter R. and Meredith Gall, Educational Research: 
An Introduction. 4th ed. New York: Longmans, 1983. 

Ferguson, George A. Statistical Analysis in Psychology and 
Education. 5 th ed. New York: McGraw-Hill Book 
Company, 1981. 

Fowler, Floyd Jr. Survey Research Methods. Beverly Hills: 
Sage Publisher, 1984. 

Hair, Joseph Jr. Ralph Anderson, and Ronald L. Tatham. 
Multivariate Data Analysis with Reading. 2nd ed. New 
York: MacMillan Publishing Company, 1987. 

Kachigan, Sam Kash, Multivariate Statistical Analysis: A 
Conceptual Introduction. New York: Radius Press, 
1982. 

Milkovich, George T., and William F. Glueck. Personnel/ 
Human Resource Management: A Diagnostic Approach. 4th 
ed. Piano, Texas: Business Publications, Inc., 1985. 

Norusis, Marrija J. Advanced Statistical Guide. New York: 
McGraw-Hill Book Company, 1985. 

177 



178 

Odirne, George S., "HRM Policy and Program Management: A 
New look in 1980's." In Human Resource Management in 
The 1980's. ed. Stephen J. Carroll, and Ronald S. 
Schuler. Supplement to ASPA Handbook of Personnel and 
Industrial Relations. 19-25. Washington D.C: The 
Bureau of National Affairs Inc., 1983. 

Sekaran, Uma. Research Methods for Managers: Skill-
Building Approach. New York: John Wiley and Sons, 
1984. 

Statistical Package for Social Science. Version x (SPSSx), 
1983. 

Sudman, Symour. Applied Sampling. New York: Academic 
Press, 1976. 

Sudman, Symour, and Norman Bradburn. Asking Questions: A 
Practical Guide to Questionnaire Designt San 
Francisco: Jossey Bass Publisher, 1982. 

Walker, James W. Human Resource Planning. New York: 
McGraw-Hill Book Company, 1980. 

Wright, Sonia R. Quantitative Methodology and Statistics 
Beverly Hills: Sage Publications Inc., 1979. 

Periodicals 

Alpander, Guvene G. "Human Resource Planning in U.S. 

Corporation." California Management Review 22 (Spring 
1980): 24-31. 

Arthur, Diane. "The Human Resources Function and the 
Growing Company." Personnel 64 (November 1978): 18-24. 

Askegaard, Lewis D., and Benwardo V. Umila. "An Empirical 
Investigation of the Applicability of Multiple Matrix 
Sampling to the Method of Rank Order." Journal of 
Educational Measurement 19 (Fall 1982): 193-197. 

Baird, Lloyed, Ilan Meshoulam, and Ghislaine DeGive. 
"Meshing Human Resources Planning with Strategic 
Business Planning: A Model Approach." Personnel 60 
(September/October 1983): 14-25. 

Bardsley, Carolyn A. "Improving Employee Awareness of 
Opportunity at IBM." Personnel, 64 (April 1987): 
58-63. 



179 

Blair, Edward. "Bootstrapping Your HRIS Capabilities." 
Personnel Administrator 33 (February 1988): 68-72. 

Burack, Elmar H. "Corporate Business and Human Resource 
Planning: Strategic Issues and Concerns." 
Organizational Dynamics 15 (Summer, 1987): 73-87. 

Butensky, Carrol F. and Oren Harari. "Models vs.Reality: 
An Analysis of Twelve Human Resource Planning 
Systems." Human Resource Planning 6 (April 1983): 
11-24. 

Clegg, William H. "Management Training Evaluation: An 
Update. " Training and Development Journal 41 
(February 1987): 65-71. 

Cottrell, Richard, and Charlynn J. Robertson. "The HRIS 
Profession: Development and Direction." Personnel 
Journal 66 (September 1987): 111-120. 

"Critical Human Resource Issues of the 1980's." Human 
Resource Planning 6 (January 1983): 63-67. 

Devanna, Mary Anne, Charless Fombrun, and Lynn Warren. 
"Strategic Planning and Human Resource Management." 
Human Resource Management 5 (Spring 1982): 11-17. 

Feuer, Michael. "From Environmental Scanning to Human 
Resource Planning: A Linkage Model Applied To 
Universities." Human Resource Planning 6 (January 
1983): 69-82. 

Fiorito, Jack, Thomas H. Stone, and Charles R. Greer. 
"Factors Affecting Choice of Human Resources 
Forecasting Techniques." Human Resource Planning 8 
(April 1985): 117-130. 

Flamholtz, Eric G., Yanne Randle, and Sonja Sackmann, 
"Personnel Management: The Tone of Tomorrow." 
Personnel Journal, 66 (July 1987): 42-48. 

"Fortune 500 Largest U.S. Industrial Companies." Fortune, 
116 (April 28 1987): 182-201. 

"Fortune 500 Largest U.S. Service Companies." Fortune, 116 
(June 9 1987): 123-141. 

Fyfe, Jone. "Putting the People Back into The Human 
Resource Equation." Personnel Manaqement 18 (October 
1986): 65-69. : 



180 

Galosy, Julia Reid. "Meshing Human Resource Planning with 
Strategic Business Planning: One Company's 
Experience." Personnel 60 (September/October 1983): 
26-35. 

Garg, Rashmi, Marvin W. Boss, and James E. Carlson. "A 
Comparison of Examinee Sampling and Multiple Matrix 
Sampling in Test Development." Journal of Educational 
Measurement 23 (Summer 1986): 119-130. 

Gordon, George G. "Getting in Step." Personnel 
Administrator 32 (April 1987): 45-48, 134. 

Harvey, James L. "Nine Major Trends In HRM." Personnel 
Administrator 31 (November 1986): 102-109. 

Hooper, John A. Ralph F. Catalanello, and Patrick L. 
Murray. "Shorting Up the Weakest Link." Personnel 
Administrator 32 (April 1987): 49-55. 

Jackson, Tom. "Career Development, Part 1: Careers and 
Entrepreneurship." Personnel 64 (February 1987): 
12-17. 

. "Career Development, Part 2: Challenge For 
Organization." Personnel 64 (March 1987): 68-72 

. "Career Development, Part 3: Challenge for 
Individual." Personnel 64 (April 1987) 54-57. 

Jain, Harish and Victor Murry. "Why the Human Resources 
Management Function Fails." California Management 
Review 26 (Summer 1984): 95-109. 

Knomo, Stella M. "The Theory and Practice of HR Planning: 
The Gap Still Remains." Personnel Administrators 31 
(August 1986): 71-84. 

."Stage Three in Personnel Administration: 
Strategic Human Resources Management." Personnel 57 
(July-August 1980): 69-77. 

Leibowitz, Zandy, Beverly Keye, and Cael Farren. 
"Overcoming Management Resistance to Career 
Development Programs." Training and Development 
Journal 40 (October 1986): 77-81. 

Levte, Dennis M. "Piecemeal Planning Hinders HRIS 
Performance." Personnel Journal 67 (March 1988): 
65-69. 



181 

Manzini, Andrew 0. "Human Resource Planning: Observations 
on the State of the Art and the State of the 
Practice." Human Resource Planning 7 (February 1984): 
105-110. 

Mills, Quinn D. "Planning with People in Mind." Harvard 
Business Review 62 (July-August 1985): 97-105. 

Marshal-Mies, Joanne, Kerry Yarkin-Levin, and Marilyn K. 
Quaintance. "Human Resources Planning, Part 2: In The 
Private Sector." Personnel 62 (September-October 
1985): 38-44. 

Masi, Dale. "Company Responses to Drug Abuse from AMA's 
Nationwide Survey." Personnel 64 (March 1987): 40-46. 

Mills, Quinn D. "Planning With People in Mind." Harvard 
Business Review 62 (July-August 1985): 97-105. 

Mirabile, Richard J. "New Directions for Career 
Development." Training and Development Journal 41 
(December 1987): 30-33. 

Montana, Patrick J. "Preretirement Planning: How 
Corporations Help." Personnel Administrator 31 (June 
1986): 121-128. 

Morrison, Malcolm H., and Kathryn Jedrziewski. "Retirement 
Planning: Everybody Benefits." Personnel 
Administrators 33 (January 1988): 74-80. 

Paul, Ronald N., and James W. Taylor. "The State of 
Strategic Planning." Business 36 (January-March 
1986): 37-43. 

Piccolino, Edmund B. "Outplacement: The View from HR." 
Personnel 65 (March 1988): 24-27. 

Posner, Barry Z., James L. Hall, and Joseph W. Harder. 
"People are Our Most Important Resource, But: 
Encouraging Employee Development." Business Horizons 
29 (September/October 1986): 52-55. 

Ralphs, Lenny T., and Eric Stephan. "HRD in the Fortune 
500." Training and Development Journal 40 (October 
1986): 69-76. 

Rollins, Thomas and Jerrold R. Bratkovich." "Productivity's 
People Factor." Personnel Administrator 33 (February 
1988): 50-57. 



182 

Russ Charless F., Jr. "Manpower Planning Systems Part 1." 
Personnel Journal 63 (January 1984): 40-46. 

Salvenski, Lynn. "Career Development: A System Approach." 
Training and Development Journal 41 (February 1987): 
56-60. 

Schwartz, Robert. "Practitioners' Perception of Factors 
Associated with Human Resource Planning Success." 
Human Resource Planning 8 (January 1985): 55-66. 

Shoemaker, David M., and Thomas R. Knapp. "A Note on 
Terminology and Notation in Matrix Sampling." Journal 
of Educational Measurement 11 (Spring 1974): 59-61. 

Sirotnik, Kenneth, and Roger Willington. " Incidence 
Sampling: An Integrated Theory for Matrix Sampling." 
Journal of Educational Measurement 14 (Winter 1977): 
343-385. 

Smith, Eddie C. "Strategic Business Planning and Human 
Resources: Part 1." Personnel Journal 61 (August 
1982): 606-610. 

Stephan, Eric, Gordon E. Mills, R. Wayne Prace, and Lenny 
Ralph. "HRD in the Fortune 500: A Survey." Training 
and Development Journal 42 (January 1988): 20-32. 

Stroul, Neil A. "Whither Performance Appraisal." Training 
and Development Journal 41 (November 1987): 70-74. 

Ticky, Noel M., Charless J. Fombrun, and Marry Ann Devana. 
"Strategic Human Resource Management." Sloan 
Management Review 23 (Winter 1982): 47-61. 

Tracey, William R. "Human Resources Planning Manager." In 
Human Resource Planning and Development Handbook, ed. 
William Tracey R. 39-50 New York: Amacon, 1985. 

Varadajan, Pirajan, and A. Parasuraman. "The Future of 
Strategic Market Planning: A Survey of U.S. Firms." 
Business 37 (April/May/June 1987): 21-29. 

Walker, James W. "Evaluating The Practical Effectiveness of 
Human Resource Planning Applications." Human 
Resource Management 13 (Spring 1974): 19-27. 

."Individual Career Planning: Managerial Help for 
Subordinates." Business Horizons 16 (February 1973): 
65-72. 



183 

"Let's Get Realistic About Career Paths." Human 

Resource Management 15 (Fall 1976): 2-7. 

. "Moving Closer To the Top." Personnel 
Administrator 31 (December 1986): 53-57, 117. 

. "Problems in Managing Manpower Change: Some 
Obstacles to Overcome." Business Horizons 13 
(February 1970): 63-68. 

Walton, Richard E., and Gerald I. Susman. "People Policies 
for New Machine." Harvard Business Review 65 (March-
April 1987): 98-106. 

Walts, Patti. "Preretirement Planning: Making the Golden 
Years Rosy." Personnel 64 (March 1987): 33-39. 

Wybrondt, James, and Jack J. Leedy. "Managing Corporate 

Retirement Policy." Management Review 76 (June 1987): 
47-50. 

Unpublished Documents 

Bejar, Gloria De. and George T. Milkovich. "Human Resource 
Strategy at the Business Level: Study 1 , the 
Theoretical Model and Empirical Verification." 
Unpublished paper presented to the Personnel /Human 
Resource Division of the National Academy of 
Management for presentation at its 46th meeting in 
Chicago, 111., August 1986. 

Meshoulam, Ilan. "A Development Model For Strategic Human 
Resource Management," D.B.A diss., Boston University 
1984. 

Newell, James A. "An Empirical Investigation of Matrix 
Sampling Involving Multiple Item Samples in a Two-
Factor Analysis of Variance Design* Ph.D. diss., 
North Texas State University, 1971. 

Rizzo, Victor. "An Analysis of Relationships Between 
Selected Organizational Characteristics and Human 
Resource Practice," Ph.D. diss., North Texas State 
University, 1984. 

Spalding, J. B. "Sampling From a Finite Population." 
Unpublished class handout, Department of Business and 
Information System, College of Business, North Texas 
State University, Denton, Texas, 1976. 


