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Abstract 

The study sought to examine the effect of human resource planning on organizational performance 

in Austria in the case of manufacturing firms. The research study was a literature-based review. 

The study results indicated that human resource planning enables businesses to meet their current 

and future demands for talent, allowing human resource managers to anticipate and develop the 

skills most valuable to an organization and providing the enterprise with the optimal balance of 

staff in terms of available skill-sets and numbers of personnel. Human resource planning is 

inclusive of adequate funding, competence, age and cultural background. The study found that 

when the human resource preparation is poor, it will end up hiring unqualified personnel who will 

result in inefficiency to the company. The study concluded that human resource planning is 

positively related to performance. The study concluded that human resource planning is key in 

determining performance. To hire and choose a suitable labor force there is the requirement to 

know the particular tasks and what the tasks require and also it is important to have a proper method 

of rewarding those staff members who are performing well to promote their retention. Employees 

need to be maintained to make sure the company has a reliable workforce for a longer period which 

is trustworthy within the organization's properties. The study recommended that a company need 

to have a correct method of maintaining, rewarding and filling in positions of the retired staff. The 

study further recommended the need of the companies to put aside adequate finances to hire 

competent employees when needed. The study also recommended that human resource planning 

should establish interventions, innovations as well as campaigns to allow the company to fulfill its 

needs. In addition, the human resources supervisors need to have positive functioning relationships 

with the staff members to ensure they deliver according to the organization's goals. Furthermore, 

the study recommended that both the internal and external elements should be much taken into 

considerations for the organization to be competitive in the market. 

Keywords: Human Resource planning, performance, manufacturing firms, Austria 
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1.0 INTRODUCTION 

Performance is among the remarkably important objectives of every organization. Svendsen 

(2019) asserts that organizational performance is just how well a business is doing in terms of 

success, return on investments, and also partnership with the host neighborhood as well as its 

stakeholders. Organizational performance is a sign of the prosperity and also the sustainability of 

the businesses in addition to their owners (Antoncic & Hisrich, 2018). Nevertheless, organizational 

performance cannot be successfully achieved if the organization falls short to hire the right human 

resource that will execute organizational purposes. The human resource manager’s decisions 

dramatically influence an aggregation of people, the capacity to stabilize the strong and weak 

points of different choices is a key ability in human resources, for instance, employing as well as 

firing decisions can impact many individuals in a company. Top-notch interpersonal skills are a 

crucial property in a human resources occupation in most organizations. Working as a part of a 

management group is most efficient when a human resources supervisor has favorable working 

relationships with colleagues in lower ranks (Batt & Valcour, 2020). When the best individuals 

are hired into the work environment, the targets of the company are normally achieved without 

much supervision. Given that the organizational objectives depend upon the effectiveness of the 

workers, their attraction to the office ought to be taken seriously. When human resource planning 

falls short, every other human resource management practice is bound to fall short (Armstrong, 

2020) 

Underperformance in most service companies in Austria may be a result of poor consideration of 

human resources. Incompetent ability to determine the best staff members can reduce the 

performance significantly (Edeh & Dialoke, 2020). In planning for human resources, companies 

ought to take note of different problems and requirements depending upon the nature of the sector 

in which they operate. An additional imperative aspect is the skills that include abilities required 

for a particular job, knowledge as well as capacity to handle a specific task. Additionally, for 

beneficial human resource planning, the managers must take the financial capability of the 

organization right into consideration as it needs to maintain the monetary need required to maintain 

and motivate the workforce (World Health and wellness Organization, 2019).  

The significance of human resource planning is that enables businesses to meet their current and 

future demands for talent, allowing human resource managers to anticipate and develop the skills 

most valuable to an organization and providing the enterprise with the optimal balance of staff in 

terms of available skill-sets and numbers of personnel (Armstrong, 2020). Human resource 

planning that incorporates, adequate funding, competence, age, and cultural background can have 

a positive effect on organizational performance. Thus, the conducting of the study was worthy to 

determine whether human resource planning can influence the performance of the manufacturing 

companies in Austria. 

2.0 LITERATURE REVIEW 

Human resource planning has been a significant concern among scholars and professionals in the 

field of human resource management fairly apart from managers in other fields of study. Human 

resource planning includes all activities that human resource managers embrace to forecast 

existing and also future labor force demands. Human resource planning is a procedure of 

anticipating as well as getting ready for retiring workers' departure and also replaces them with 

new employees. Armstrong (2020) argued that human resource planning describes just how human 

resource managers assess the existing position of a company's labor force concerning what it 
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anticipates to achieve in the future. Human resource planning is the procedure whereby the 

administration tries to supply information about the variety of workers it has as well as the 

anticipated workforce it will require in the future. Human resource planning is a process of event 

and also utilizing relevant information to support decisions human resource management on how 

to spend resources in manpower tasks. The study conducted by Samwel (2018) showed that human 

resource planning is the process for ensuring certain workforce demands of a company are 

determined as well as plans are made for satisfying those needs. Vetter (2018) viewed human 

resource planning as the procedure through which the management determines how the 

organization should move from its present workforce setting to its desired position. 

Globalization, competition, information technology, advancements, brand-new markets as well as 

consumer trends, together with various other arising issues impact the supply of labor. Thus, there 

is a demand for specialist human resource planning practices. This is important for future human 

resource demand and supply projecting to guarantee organizations maintain ideal staffing levels 

(Akhigbe, 2020). Human resource planning is the process of ensuring the certain organization has 

adequate employees with the ideal capabilities deployed or placed according to their know-how. 

Human resource planning is seen as an effort by the company to predict future business needs and 

also environmental needs. Human resource planning is a major element of human resource 

management which is deemed as that process that identifies workforce demands of a company. It 

develops interventions, technologies and also efforts to make it possible for the organization 

satisfies its requirements. The process includes examining the task as well as making professional 

development standards for the status-seeking of staff members. Human resource planning is 

accompanied by three basic degree techniques which can boost the business efficiency; they 

include boosting the expertise, abilities and also abilities amongst staff members (Delery & Doty, 

2017).  

To hire as well as select the appropriate workers for certain work, it is essential to know what the 

work entails. The human resource has the mandate to give the staff members with job analysis 

which is the procedure of acquiring information concerning tasks via a methodical evaluation of 

work content (Deb, 2021). The task analysis generally contains two components which are task 

summary and work specification. The task summary is a written statement that outlines the duties 

and responsibilities anticipated of a job incumbent. It typically consists of the task title, the title of 

the incumbent's immediate supervisor, a quick statement of the job objective, as well as a list of 

responsibilities and duties of the workers. The work requirement is a written file that details the 

certifications of an individual needs to achieve the obligations as well as obligations stated in the 

job description. Task analysis supplies valuable information for projecting future staffing needs as 

well as other personnel management functions (Sanchez, 2019). For example, the information 

generated by the task analysis can be made use of to create suitable employment and also selection 

approaches to figure out dimensions on which personnel should be examined, to identify the worth 

of work for compensation purposes, and also to establish training programs for personnel. One of 

the simplest techniques of task analysis is the observation of individuals performing at the work. 

Observation can be a great way of checking out jobs that are composed generally of evident 

physical activity. Jobs such as maintenance worker, groundskeeper and machine operator. 

Human resource planning, projecting demand and supply, entails using any variety of advanced 

statistical treatments based upon evaluation as well as estimates (Jackson & Schuler, 2020). Such 

projecting techniques are beyond the scope of this discussion. At an extra practical level, 

forecasting need entails identifying the numbers as well as the type of employees that a company 
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will need eventually in the future. Most managers think about numerous factors when projecting 

future personal needs. The demand for the company's products and services is paramount. 

Therefore, in an organization, markets, as well as sales figures, are projected initially. Then, the 

personnel needed to offer the projected ability are approximated (Margolis & Morgan, 2018). 

Various other factors commonly considered when forecasting the need for employees consist of 

spending plan restrictions; turnover due to resignations, discontinuations, transfers, and retirement; 

brand-new innovation in the field; decisions to upgrade the high quality of services provided; as 

well as minority hiring goals. Aspect’s managers normally take into consideration when 

forecasting the supply of employees consists of promoting staff members from within the 

company; identifying employees eager and also able to be educated and trained; accessibility of 

called for skill in local, nationwide labor markets; competition for skill within the field; population 

patterns. 

 The study conducted by Khera and Gulati (2021) argued that validated measurements of human 

resource planning include projecting manpower demand as well as critical action; appropriate 

financing, private competence, age of possible applicants, the social history of the applicants; 

contrast supply against anticipated need and future workforce; employment, training and 

development, worker retention, succession planning. Based on the above factors of human 

resource planning components which are adequate funding, individual proficiency, age, and social 

history. This is because; funding, skills, age, and also a cultural history of every candidate or 

human resource are significant to the survival of every organization. The factors impacting Human 

Resource Planning aspects as internal and external (Sanchez, 2019). Outside elements comprise 

federal government policies, modifications in the political setting as well as economic aspects such 

as rising cost of living, deflation, and also financial recession. Others are adjustments in modern 

technology, competition amongst organizations in the same sector; availability of certified 

employees; changes in an educational atmosphere; demographic characteristics; timespan; lack of 

intending culture quite in addition to market fads. The internal elements consist of appropriate 

financing, business framework; business size; company expansion as well as diversity; 

adjustments in functional time; action to organization growth and labor turnover. 

Employee’s retention in today's changing labor market is claimed to call for the government to 

take a look at significant drivers that are basic to employers and potential employees (Avedon, 

Cerrone, Graddick-Weir & Silzer, 2018). In order to be a recommended employer, it is highlighted 

that, it is needed to both draw in new employees to the company and also retain the skill that the 

company currently employs. It is assumed that, there are several variables that affect the attraction 

and also retention of workers, along with compensation. It is noted though, compensation is 

important to competitiveness, it is generally, not only the solitary most important variable to staff 

members or potential staff members. Individuals would prefer benefiting an organization with 

which they are proud to be collaborating. Okoye and Ezejiofor (2021) argued that the influencing 

variables to maintain the existing labor force and also bring in new crop of employees consist of 

support for specialist advancement, occupation improvement chances, having respected and also 

relied on leaders, capability to influence business campaigns and also instructions, flexible 

workplace, workplace innovation, communication, and also acknowledgment as well as respect. 

The ultimate objective of the human resource function is to help the organization accomplish its 

objectives by drawing in the most effective individuals and inspiring them to execute at their best 

(Sheehan, Ellinger & Ellinger, 2018) 
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The culture of an employee might prohibit some organizational principles as unethical (Ofori, 

2019). Take, for instance, human resource manager recruiting someone that regarded alcohol as a 

plague right into a brewery market will indicate that the company will certainly be bound to fall 

short because such a staff member will certainly never see anything excellent from that 

organization as a result of his/her belief. Another instance is that a staff member keeps spiritual 

taboo about a certain type of food that might not carry out effectively in a public restaurant where 

practically all foods are sold to different clients from diverse cultures. In this instance, managers 

and personnel experts require to think about culture as one of the components of human resource 

planning in every organization. Before planning for human resources, human resource managers 

have to take into account the availability of funds that will cater for the salaries of the people that 

will be recruited over a while before earnings will certainly be made (West, Guthrie, Dawson, 

Borrill & Carter, 2020). This is one of the fundamental factors in human resource planning as well 

as without it the organizations cannot make positive headway. 

3.0 RESEARCH METHODOLOGY 

The study relied upon prior studies to make inferences. The literature was reviewed and the 

findings of the preceding studies were considered appropriate in making the conclusions. The 

studies were reviewed from divergent perspectives to have a broad overview of information from 

the existing studies. 

4.0 RESEARCH FINDINGS 

The research study found that there is a great impact of human resource planning on organizational 

performance among the manufacturing firms in Austria. The human resource manager is mostly 

concerned with the hiring and also firing choices of employees in a certain organization 

additionally he/she aids in empowering their staff members by furnishing them with processes for 

constant training, coaching and mentoring them. In addition, the human resources manager is 

required to have favorable functioning relationships with their co-workers. The organizational 

efficiency cannot be successfully attained if the organization falls short to have the best human 

resource planning that will certainly carry out business goals but when the right employees are 

recruited right into the work environment, the objectives and targets of the organization are 

typically attained without much guidance. If the human resource planning falls short, every other 

field in the company is bound to fall short given that the utilized team could be under qualified. 

The competency, age, education and learning along with ideas have to satisfy the organization's 

vision and goal for the company to be affordable in the marketplace. The activities that human 

resource coordinators embrace are mainly to forecast current and future workforce demands. 

Human resource planning is procedures of expecting as well as planning for retiring employees 

exit and also changes them with brand-new workers likewise it is interested in gathering as well 

as use the relevant details to support the choices human resource monitoring on exactly how much 

resources to spend in workforce activities. The human resource planning develops interventions, 

innovations and also efforts to allow organization fulfill it requirement again it entails assessing 

the job and designing career development guidelines for the higher promotion of employees. There 

is need to maintain existing labor force as well as attract new group of staff members which include 

support for specialist growth, occupation improvement chances, having respected as well as trusted 

leaders, capacity to influence organizational efforts and directions, flexible workplace, workplace 

innovation, interaction, recognition and also respect. 
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5.0 CONCLUSION AND RECOMMENDATIONS 

The study concluded that human resource planning is key in determining performance. To hire and 

choose the suitable labor force there is the requirement to know the particular tasks and what the 

tasks require, also it is important to have a proper method of rewarding those staff members who 

are executing well and also open procedure of those that have acquired added expertise by going 

back to learning institution or those who have remained in a certain organization for a longer 

amount of time and they are executing the exceptional job. Employees need to be kept to make 

sure that the company has a reliable workforce for a longer period which is trustworthy within the 

organization's properties. It is concluded that when forecasting, the need for workers which include 

spending plan restrictions; turnover as a result of resignations, terminations, transfers and also 

retirement; new modern technology in the field; choices to update the top quality of services given 

and minority hiring goals need to be thought about.  

Also, the study concluded that due to globalization, competition, information technology, 

innovations, new markets and consumer trends, together with other emerging issues in the business 

world influence the supply of labor. Hence there is a demand for professional human resource 

planning methods to be in a position to conform to these emerging issues. This is vital for the 

future of human resource demand as well as supply forecasting to make certain companies preserve 

high optimum staffing levels. It was discovered that observation can be a good way of taking a 

look at employees' efficiency for jobs that call for observable physical activity like a maintenance 

worker, groundskeeper and also machine operator. Moreover, the study concluded that factors that 

affect human resource planning are internal and external elements. The external elements are 

government plans, modifications in the political environment as well as financial aspects such as 

inflation, deflation, and economic recession while the internal factors include adequate financial 

resources organizational framework; organizational size; company development and also 

diversity; modifications in operational time; feedback to business growth and labor turn over. 

The research study recommended that for an organization to have high levels of employees' 

efficiency there is a demand to initially have an appropriate laid down procedure of recruiting 

qualified human resource supervisors that recognize what abilities as well as understanding which 

are currently required in the marketplace. The competence, age, education and learning along with 

the beliefs of the workers need to adapt the company's vision and also a mission for the firm to be 

competitive in the present market. The study also recommended that human resource planning 

should establish interventions, innovations as well as campaigns to allow the company to fulfill its 

needs. In addition, the human resources supervisors need to have positive functioning relationships 

with the staff members to ensure they deliver according to the organization's goals. It is also 

wrapped up that if a company does not specify job demand it destines to fail, because certain 

positions need particular expertise such as level of education and learning, training received, as 

well as experience, psychological and physical security in addition to associated professional 

bodies so organization ought to mention plainly what they expect the new recruiting staff member 

to be experienced in. Both the interior as well as exterior elements should be thought about for the 

organization to be competitive in the market. 
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