www.ijcrt.org © 2025 IJCRT | Volume 13, Issue 5 May 2025 | ISSN: 2320-2882

IJCRT.ORG ISSN : 2320-2882

APy, INTERNATIONAL JOURNAL OF CREATIVE
@a% RESEARCH THOUGHTS (1JCRT)

An International Open Access, Peer-reviewed, Refereed Journal

Rebuilding Workforce Planning: A Framework For
Facing Modern Challenges

IMs. Tabassum Abdul Majid Mastan, 2Dr. Venkata Naga Sundar Rao Abbaraju, *Ms. Uzma Jahan, *Dr.
Zareen Mazumder

ILecturer, *Senior Lecturer, *Lecturer, ‘Lecturer,

ICollege of Economics and Business Administration, University of Technology and Applied Sciences-
UTAS Muscat, Oman.

2College of Economics and Business Administration, University of Technology and Applied Sciences-
UTAS Muscat, Oman.

3College of Economics and Business Administration, University of Technology and Applied Sciences-
UTAS Muscat, Oman.

4College of Economics and Business Administration, University of Technology and Applied Sciences-
UTAS Muscat, Oman.

Abstract:

The research aims to explore the concept of workforce planning and strategies for addressing challenges
encountered by workforce departments. Understanding the functioning of the workforce planning department
and its ability to overcome challenges is essential for enhancing organizational productivity and enabling
proactive anticipation of future challenges. The primary objective is to investigate methods for effectively
managing the challenges faced by the workforce planning department. Specific objectives include: (1)
Identifying challenges affecting the workforce (2) Developing solutions to address these challenges (3)
Assessing the specific hurdles faced by the workforce department, and (4) Enhancing workforce efficiency. The
study employs a sample study approach, focusing on private companies in Oman. A questionnaire was
distributed to 229 employees, and the data obtained underwent thorough analysis. Based on the insights
provided by employees, suggestions and recommendations were formulated.
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Introduction:

The landscape of workforce planning continues to evolve rapidly, particularly in response to technological
advancement and changing workplace dynamics. Recent research indicates that organizations face
unprecedented challenges in strategic workforce planning, with artificial intelligence and automation reshaping
traditional work paradigms while creating new opportunities for workforce development Gartner, 2024. The
integration of Al-driven solutions has become increasingly crucial in modern workforce planning, requiring
organizations to develop more sophisticated approaches to talent management and resource allocation (KPMG,

2024).
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Furthermore, contemporary workforce planning must address the complexities of hybrid work models and
evolving employee expectations. Organizations implementing effective talent management strategies have
observed significant improvements, with data showing up to 20% better talent retention rates and 15% increases
in workforce productivity through advanced analytics implementation (Ahsan, 2024). This empirical evidence
underscores the critical role of data-driven decision-making in modern workforce planning.

The success of workforce planning initiatives increasingly depends on an organization's ability to balance
technological integration with human-centric approaches. Research by Manroop et al. (2024) emphasizes that
effective human resource management in the contemporary workplace requires a more adaptive and competitive
mindset, particularly in response to post-pandemic workforce dynamics. This perspective aligns with emerging
strategies that prioritize both operational efficiency and employee well-being in workforce planning
frameworks.

Statement of the problem:

The telecommunications industry is rapidly expanding, presenting unprecedented growth opportunities.
However, the human resource department faces the challenge of sourcing the most qualified candidates with
the necessary skills to fill the increasing number of vacant positions resulting from business expansion.
Additionally, there is a pressing need for comprehensive training programs to develop the capabilities of
existing employees.

Engaging in strategic debates becomes challenging when there are no tangible threats evident. Employers may
initiate risk assessments within the realm of workforce planning to navigate uncertainties (Stalmans, 2021).
Managers may struggle to provide adequate coaching for critical employee skills and may find it challenging to
grasp the broader context and disseminate it systematically (Heyvaert, 2021). Evolving work patterns and
recruitment practices necessitate sustainable management approaches, while changes in policies and regulations
raise concerns for organizations (Johnstone, 2017).

In line with the assessment lecture, the problem statement for this research project is as follows: The study aims
to explore the challenges impacting the workforce department. Employing quantitative methodologies, primary
and secondary data is gathered to develop strategies for addressing these challenges effectively

Objectives of the Study:

Managing human resources has always posed challenges for HR managers, particularly in tasks such as
monitoring employee performance and the critical function of recruitment (Dr. Momin, 2015). For a newly
established organization, numerous hurdles must be overcome for successful operations. Given recent
developments and prevailing uncertainties, a company faces a significant challenge in effectively planning its
workforce to steer the company in the desired direction. This study aims to systematically explore both present
and future workforce planning, shedding light on the challenges confronting the company and proposing
strategies to address them.

The primary objectives of this study are as follows:
* To identify the major challenges impacting workforce planning.

» To delineate strategies for effectively managing the challenges associated with workforce planning at the
company.

Scope of the research:

This research aims to achieve specific objectives upon its completion. It is acknowledged that researchers may
encounter limitations during this process, which can impact the research endeavor.

One of the key focuses of this study is to delve into the challenges affecting workforce planning. These
challenges are crucial to investigate and elucidate. Time constraints emerge as a significant limitation
encountered by researchers. The scarcity of time exerts pressure on researchers, potentially leading them to rely
on inaccurate information due to time constraints (Walczyk, 1999).

[JCRT25A5625 | International Journal of Creative Research Thoughts (IJCRT) www.ijcrt.org | o113


http://www.ijcrt.org/
https://www.linkedin.com/pulse/hr-trends-2024-navigating-future-workforce-management-md-ali-ahsan-lwsrc
https://www.sciencedirect.com/science/article/pii/S0090261624000330

www.ijcrt.org © 2025 IJCRT | Volume 13, Issue 5 May 2025 | ISSN: 2320-2882

The research endeavors to provide insights into how to address the challenges confronting the workforce
planning department, which constitutes a vital aspect of the study.

Additionally, it seeks to identify methods for managing these challenges. However, the research faces a
limitation in terms of access to information resources pertinent to the subject matter. The scarcity of information
resources impedes researchers' ability to fulfill their research requirements effectively.

Related Literature:

Workforce planning increased in popularity during the 1960s and early 1970s when the economy was relatively
stable and businesses confronted material constraints and the necessity to enhance workforce use (see Reilly,
1996). It was a common practice throughout many corporate HR departments until the 1980s global recession
when the inability to demonstrate the economic worth of workforce planning led to the elimination of several
projects (Sullivan, 2002).

There is no one-size-fits-all justification for implementing workforce planning. It can be used in a variety of
settings for a myriad of purposes at all segments of an institution, both short- and long-term reasons. According
to Reilly (1996), it was discovered via his research with Professionals that it is typically utilized for two
purposes: fundamental planning and strategic planning. i.e., to have a real impact and to arrange for the
framework's advantages that come with the practice.

In addition to already being a vital and crucial work, workforce planning has become even more difficult in
today's era of the Covid-19 pandemic. This is due to many factors beginning with companies having a hard time
planning and managing such tasks from home; layoffs and reduced pay since many businesses have gone
bankrupt; and increased stress on both the workers and the admins, resulting in more burnout. (Aguinis and
Burgi-Tian, 2021) An institution's need for change is the firm's necessity, and it manifests itself in the shape of
domestic and foreign influences.

Internal challenges include variables such as job analysis, coaching, incentive, and awareness. Whatever the
reason for the change, whether it comes from within or without, the goal is to transfer advancement and growth
in a particular region. "(Dobrovic & Timkova, 2017)" Hence, "(Dobrovic and Timkova, 2018)" define change
management as a structured method that assists organizations and persons in dealing with transition and its
consequences. Managing transition is critical in coping with uncertainty because. it allows organizations to
adjust to their set of circumstances. It is also critical because it affects organizational effectiveness.

Research Methodology:

The research sample was drawn from the human resources division, particularly the workforce department, of
a telecommunications company. A total of 229 employees participated in the survey. Data were collected from
both employees and management of the organization, and various statistical analyses were performed to derive
meaningful insights and conclusions. Through analysis, the human resources department and its workforce
department function are perceived as independent variables, while employee performance is viewed as
dependent on the workforce planning department, which is subject to change.

To gather data, the researchers utilized a carefully crafted questionnaire administered directly to employees.
Additionally, a stratified random sampling approach was employed to select participants from different
departments within the company.

This research adopts a quantitative methodology, recognizing that different groups may respond differently to
the survey method. A subset of employees from the telecommunications company, specifically from the human
resources department, will be included in the study as they are closely related to the workforce planning
department. The researchers aim to involve employees at various levels within the department in their
assessments.
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Statistical tools used for the study:

The researchers focused on conducting practical, data-driven studies that explored the relationship between
workplace resources and the advantages that incoming employees could offer the organization. They plan to
use Google Forms to create a questionnaire and collect responses from 229 participants. Google Forms was
chosen for its professional appearance and customizable layouts. Employees from various departments of the
organization took part in the study, which employed a stratified random sampling method and a clear
questionnaire. By deliberately emphasizing the positive aspects of work and workplace resources that may
enhance rather than hinder the assessment of new candidates, extraneous resources outside of work and negative
variables that could impact well-being and performance were excluded.

Conceptual Framework:
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Analysis:

Table 1: Major Challenges affecting workforce planning

The major challenges that affect workforce 2.7 1.228
planning of Awaser company [the strategic plan

in Awaser is effective]

The major challenges that affect workforce 2.83 1.131
planning of Awaser company [external factors

are responsible for making changes in

workforce]

The major challenges that affect workforce 2.77 1.219
planning of Awaser company [the workforce

brings new enhancements and maintenance to

Awaser]
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The major challenges that affect workforce 2.83 1.219
planning of Awaser company [the workforce

department is receiving many applications for a

job in Awaser]

Major challenges

the major challenges that affect workforce planning of
Awasr company [the workforce department is receiving
many applications for a job in Awaser]

the major challenges that affect workforce planning of
Awasr company [the workforce brings new
enhancements and maintenance to Awaser]

the major challenges that affect workforce planning of
Awasr company [external factors are responsible for
making changes in workforce]

the major challenges that affect workforce planning of
Awasr company [the strategic plan in Awaser is effective]

{ii

o

0.5 1 1.5 2 2.5 3

M Std. Deviation M Mean

Table 2: Strategies and Solutions

The strategies and solutions to come to terms with the 2.6 1.126
challenges of workforce planning at the company [the

workforce planning department is continuously. asking

employees opinion]

The strategies and solutions to come to terms with the 2.75 1.094
challenges of workforce planning at the company [the

workforce department study different scenarios to reduce

future challenges]

The strategies and solutions to come to terms with the 2.7 1.043
challenges of workforce planning at the company [the

strategies that currently applied in the company need to be

changed]
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Strategies and solutions

the strategies and solutions to come to terms with the
challenges of workforce planning at Awasr company [the
strategies that currently applied in Awaser need to be
changed]

the strategies and solutions to come to terms with the
challenges of workforce planning at Awasr company [the
workforce department study different scenarios to reduce
future challenges]

the strategies and solutions to come to terms with the
challenges of workforce planning at Awasr company [the
workforce planning department in Awaser is continuously
asking employees opinion]

0 0.5 1 1.5 2 2.5 3

B Std. Deviation M Mean

Interpretations:
The descriptive table above shows the mean and standard deviation values calculated from the Likert scale

questions related to the major challenges that affect workforce planning of the company and the strategies and
solutions to come to terms with the challenges of workforce planning at the company from 229 respondents

from the company.

Table 3: External factors impacting workforce planning

Options Frequency

Strongly Agree 17

Agree 50

Neutral 69

Disagree 64

Strongly Disagree 29
Total 229
80 Il Strongly disagree Il Disagree [ Neutral [l Agree [ Strongly agree

Source: Questionnaire
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external factors are
responsible for making
changes in workforce

Interpretations:
The Table 3 and Figure 3 above shows 29 employees strongly disagreed that external factors are responsible
for making changes in workforce. However, 64 disagreed, 69 preferred to be neutral, 50 agrees, and only 17
strongly agrees.

Major Findings:

e Workforce planning at Awaser faces ongoing challenges, particularly in adapting to external changes and
integrating employee-driven improvements, as shown by the moderate mean values across related indicators.

e Employee feedback is not actively utilized, and current planning strategies are seen as insufficient, suggesting
a need to revise and improve the company’s workforce planning approach.

¢ Opinions on external influences are divided, with a significant portion of employees expressing disagreement
or neutrality, indicating uncertainty or skepticism about the impact of external factors on workforce planning.

Recommendations:

According to the research findings, a company aiming for high levels of employee productivity should prioritize
hiring experienced human resource managers who understand the industry's current skill and knowledge
requirements. Competencies, experiences, education, training, and employee values need to be integrated into
the company's mission and goals to ensure relevance in the market. Workforce planning should include
strategies for recruitment, advancement, and promotions to align with organizational objectives. Additionally,
maintaining positive relationships between human resource managers and employees is crucial for achieving
organizational goals.

The study also suggests that clearly defining job requirements is essential for business success, as some roles
demand specialized knowledge, educational backgrounds, experience, and adherence to industry standards.
Therefore, it is imperative for companies to articulate their expectations for new hires. Ultimately, achieving
success in the marketplace requires careful consideration of both internal and external factors.

Conclusion:

The primary objective of this study was to identify effective strategies to address the challenges encountered in
workforce planning management. A critical determinant of human resource planning is the willingness of the
HR department and corporate leadership to utilize technology for key HR operations. Companies that leverage
advanced technologies, such as digital rewards administration, empower employees to manage their benefit
programs independently, freeing HR staff to focus on recruitment, retention, and career advancement. This shift
conserves both effort and energy across the organization.
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To capitalize on technological advancements, businesses can utilize online platforms like social media and
LinkedIn to attract high-quality candidates who are aligned with the company's needs and committed to
investing their time and effort. This targeted approach streamlines the recruitment process, saving time and
resources by ensuring that candidates already meet the necessary criteria and understand their potential roles
within the company.

In today's corporate landscape, there's a growing emphasis on academic and scientific professions while
traditional industrial and construction roles are declining. Consequently, companies must anticipate future labor
needs and adapt compensation, career development, and job redesign strategies to attract, retain, and motivate
employees while maintaining productivity and profitability.

The trend towards remote work options is gaining momentum, offering benefits such as reduced costs,
minimized commuting time, and increased employee satisfaction. Embracing these flexible work arrangements
can enhance productivity and morale within the workforce.

Moreover, shifting demographics pose a significant challenge for workforce planning. Proactive management
is essential to anticipate demographic changes, identify employees nearing retirement age, and begin succession
planning to mitigate disruptions and avoid talent gaps.

While the labor pool may be extensive, skilled talent in fields like telecommunications remains scarce. To attract
top talent, companies should offer competitive salary packages and benefits. Additionally, considering global
talent pools and leveraging technology for remote hiring can further optimize recruitment processes and reduce
expenses associated with traditional hiring methods. This strategic approach enables companies to access skilled
professionals efficiently while controlling costs and enhancing organizational agility.
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