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Q1. A regional financial services firm plans to open 40 new branches over three years while 22% of its middle managers approach retirement. Current HR data is fragmented across departments, and prior headcount decisions led to both idle capacity in support functions and frontline shortages. The CEO wants an HR plan aligned to corporate objectives that prioritizes internal development but stays cost- conscious. HR must forecast role-wise demand, assess internal supply, and reconcile the gap without disrupting service quality. Options on the table include internal promotions, e-recruitment, structured training for new joinees, targeted retention of critical talent, and incentives to postpone retirement for niche roles. The Board expects quarterly HRP controls, targets, and reports. Applying the micro-level manpower planning process, how would you conduct demand and supply analysis, quantify the HR gap, and implement HR programming (e.g., internal promotions, targeted recruitment, redeployment, and training) to meet the three-year growth target while preventing overstaffing or understaffing? (10 Marks)
Ans 1.
Introduction 
A regional financial services firm preparing to open forty new branches while facing the retirement of over one-fifth of its middle managers stands at a strategic crossroads. Growth without disciplined manpower planning can easily translate into operational strain, service inconsistency, and unnecessary cost escalation. Past experience of idle support staff and frontline shortages highlights the danger of ad hoc staffing decisions. The CEO’s expectation of a corporate-aligned, cost-conscious HR plan therefore demands a micro-level manpower planning approach that is systematic, data-driven, and tightly monitored. Such an approach must forecast demand 
Fully solved you can download 

ASSIGNMENTS April 2026 

· Fully Solved, High Quality

· Lowest Price Guarantee: Just ₹299 per Assignment!
· 100% Original & Manually Solved (No AI/ChatGPT!)
Hurry! Last Date: 26 March 2026
· Order Now: nmimsassignment.com/online-buy-2/
Quick Response Guaranteed!
For Unique Assignment please contact on

· WhatsApp: 8791490301
· aapkieducation@gmail.com
· www.aapkieducation.com
Q2. Aurora Hospitality, an Asian luxury chain, is entering France with three properties in 12 months. The COO favors an ethnocentric model to transplant brand standards quickly; the CHRO argues for a polycentric approach to meet local labor norms and cultural expectations. Budget constraints limit expatriate packages. The brand promises uniform guest experience, yet local wine, culinary, and unionized labor practices demand adaptation. Current succession plans are thin in Europe. Induction programs are strong but untested abroad. The board requires a culturally sensitive launch, and a leadership pipeline further expansion. Evaluate which global staffing approach Aurora Hospitality should adopt and justify your recommendation. Critique ethnocentric, polycentric, regiocentric, and geocentric options against culture fit, cost, compliance, and leadership pipeline needs. (10 Marks)

Ans 2.

Introduction 
Aurora Hospitality’s entry into France represents more than a geographical expansion; it is a strategic test of how effectively the brand can balance global consistency with local sensitivity. Luxury hospitality depends on standardized service rituals, brand aesthetics, and customer experience benchmarks, yet it also operates within deeply rooted cultural and labor environments. The debate between the COO’s preference for ethnocentric staffing and the CHRO’s advocacy of a polycentric model reflects this tension. With limited expatriate budgets, unionized labor norms, and strong culinary traditions in France, the staffing decision carries 

Q3(A). La Pearl Hotels is launching operations in Italy while maintaining brand standards built in its home market. They have decided to go for a geocentric method of hiring employees for teh new subsidiary. Discuss the pros and cons of this method for La Pearl Hotel(5 Marks)
Ans 3a.
Introduction 
As La Pearl Hotels enters the Italian hospitality market, maintaining global brand standards while adapting to local expectations becomes a strategic priority. By choosing a geocentric staffing approach, the company aims to recruit the best talent regardless of nationality. This method reflects a global mindset where competence, experience, and cultural adaptability matter more than country of origin. However, while geocentric staffing offers strong strategic 
Q3(B) La Pearl Hotels wants to staff 12 properties within a year, build a leadership bench, and ensure consistent guest experience. Integrate micro- and macro-level manpower planning, placement logic, and controls to balance culture transfer with local responsiveness. (5 Marks)

Ans 3b.

Introduction 
La Pearl Hotels faces a demanding expansion plan with the goal of staffing twelve properties within one year while maintaining a consistent guest experience. Rapid growth requires not only efficient hiring but also structured manpower planning, effective placement decisions, and continuous performance monitoring. Integrating micro-level and macro-level manpower planning enables the organization to align strategic expansion goals with day-to-day staffing needs. This integrated approach ensures that culture transfer, operational efficiency, and local 








