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Human Resource Planning
Management of human resources has a direct impact on the value of organization. It also has a positive effect on the growth of intangible assets, such as personnel policy, staff’s intellectual potential, and brand. It is important to say that human resources management is a factor that ensures leadership in the competition as it is the management of human resources that allows organizations to move further in the market. In any organization, human resources (people) are always the key resource to achieve success because they have the capability to improve and develop with constant passion along with controlling quality and creating new products (Bierman, Ferrell, & Ferrell, 2016).
Considering that the human resources are key to organizational success, it lays heavy burden on the human resource managers to hire the most suitable candidates. The process of hiring employees or new staff is called the staffing processes and there are eight steps of staffing process. This paper will discuss the elements of staffing process in detail and explain the relationship between eight elements of staffing process and four activities of human Resources. Moreover, the paper will also answer the question regarding ability of strategic planning of an organization to assimilate with the human resource planning and implementation. It is important for the organizations to implement the plan strategically disregarding the department where the planning occurs since all planning is done for making a better future. Human resource management is done to foresee the problems of a possible surplus or shortage of workers and to create a flexible and well-trained staff that will ultimately play its role in enhancing the ability of an organization for adapting to a changing and uncertain environment.
As an association designs any activity relating to development or changes inside the association they should survey or modify their statement of purpose so everybody included knows the bearing in which they are going (Plunkett, Allen and Attner, 2013). They need to distinguish and break down every one of the open doors that an association has, set up the objective that they are attempting to accomplish, recognize the strategy expected to get the objective, lastly yet essentially, make sense of what assets are expected to achieve the objective.
Supervisors, managers or anybody chosen by the administration group are usually responsible for hiring new staff when staffing turns into an objective in a small organization. On the other hand, generally an office or department handles that assignment in large associations or organizations. That particular department is usually the hiring department or the human resource department. When hiring new employees becomes a need of the organization of any size, certain planning and stems becomes essential for the organization. 
While inquiring about the subject of an association expecting to contract new staff, the main thing found was the "eight elements of staffing" which comes directly into the planning procedure of an association. The assessment of the mission statement of the organization, the survey of the open doors accessible and reviewing the available assets must be incorporated into the recruiting procedure. Moreover the eight elements of staffing process that include planning, recruiting the new staff, selection of the staff, giving orientation to newly recruited staff, arranging and providing training and development sessions, their performance appraisal, compensation and employment decision should all be incorporated into the recruiting procedure.
The first element in the staffing process is planning of the human resources. Traditionally it involves the procedure to determine how much, where, why and what qualification is required by the organization. Moreover, defining the goal or purpose of the organization will require that the already hired employees must perform the human resource-planning task. The main task planning human resources is ensuring that the implementation of the organization's plans from the point of view of the human factor of the enterprise-workers-their numbers, qualifications, productivity, and the costs of hiring them (Qu, Fu, & Wen, 2018). Recruiting is the second element in the staffing process of any organization and it relates to discovering new individuals for filling up the available positions. In the process of recruiting, the most important thing is to get to the right candidate for the right task. 
After recruiting, selection is the next element in staffing process under which an organization conducts tests and interviews of the qualified recruits. The selection of personnel is a reasonable identification of the most suitable candidates for specific positions.  Orientation is the fourth element in the staffing process of any organization and it addresses the time span when the newly hired employees get familiar to their surroundings, get introduced to the coworkers and get the opportunity to learn about the benefits that they can enjoy during their employment (Plunkett, Allen and Attner, 2013).  
Training and development of the newly hired staff is the fifth element in staffing process and usually provides adequate learning opportunities along with preparing the new hires for their share of responsibilities and positions that gives them a chance to enhance their skills. Staff training has the aim of expanding its professional competencies. Ideally, it is part of the company's strategy and is planned. Trainings are must for the professional development of the new hires as they acquire a number of new skills, knowledge, and competencies that help them in stepping up in their future.
The sixth element in the staffing process is staffing appraisal that reviews the processes in order to give a way of employee evaluation to the management. This allows the management to decide about the growth of their employees. Performance appraisal is a method of evaluating performance of the employees in an organization.  It is important to have something to award the high performers in order to increase their motivation level.  Compensation is the seventh element in the staffing process that deals with the salaries and other benefits that the organizations give to their employees. Compensation has the most important role in motivating the staff of any association or organization. This is particularly true in the present conditions, when an employee seeks stability and greater protection in the organization. Employment decisions are the eighth and last element in the staffing process and deals with the employee’s growth (Plunkett, Allen and Attner, 2013). Firing, layoffs, promotion, and transfers are the part of employment decisions.
The utilization of every one of the eight of the procuring components are not generally required; it is up to the employing director or contracting division to choose which ones to utilize while staffing issues emerge. For instance, if there is an advancement or exchange happening, the utilization of the enlisting or remuneration components is a bit much. Picking the right components to utilize will be the choice of employing areas decision yet not utilizing them could prompt a calamity. According to Plunkett, Allen & Attner, (2013), using all of the eight hiring elements is not necessary all the time. It is the decision of hiring department or hiring manager  to select which ones to use when staffing issues arise. 
	Whenever any small or large organization does not use any of the planning process, they face failure. In case top level management gives an order but without suggesting the genuine need or stress the significance of the change,  the following individual may not hear the significance and will pass it on in a similar way in which they got it, which will delay the implementation of the order. Perhaps the following individual in control has issues with the change; the given order may not go any further. It is imperative to know and understand the team when making a decision as it helps the managers to implement the change accurately.
	In a personal journal article, managers gathered as a group to test their organization by putting forward soft enquiries like what human resource can do for itself. The way of handling the situation that these managers adapted in this social affair will help different associations when their change group or contracting group is missing the mark (Bailey, 1991). The human resource managers only participated in a review session for tracking the abilities required for the employment, and the assets expected to carry out the occupations. The managers communicated their sincere beliefs with respect to what they were lacking in their general vicinity and what they required from different regions (Bailey, 1991). The execution of any procedure inside an association takes everybody to assume his part altogether for making the organization successful. 
One more thing that was required by the human resource managers to do in this social gathering was completing a stock of the staff that was running the human resource division. They needed this so that they can recognize those with all the required abilities and can decide for arranging training for those who had no such skills or were lacking in the required skills. They assessed their aptitude level when it came to business, advantages, pay, and even development of the organization. The estimation of this stock made everybody mindful of the contentions that were happening in the workforce and demonstrated the existing inconsistencies to everyone.
If an organization makes use of the eight elements of staffing process along with the four activities of human resource, its planning cannot turn out badly. The managers in such organizations go together, cooperate with each other and one without the other would be a quiet point. According to Plunkett, Allen, & Attner (2013), it is necessary to move forward with common grounds and develop consensus regarding selection, training and advantage of utilizing the eight elements so that the managers can analyze the job accurately. It is the responsibility of the human resource managers to determine the missing part in the human resource department using the human resource inventory (HR inventory) and it goes parallel to training, performance appraisal and employment decision from the eight elements of staffing process. Both short and long-term plans and all the strategies that an organization create set up the human resource forecast (HR Forecast). It plays its role in identifying the human resource planning of the eight elements. Lastly, the assessment between needs of HR inventory and HR forecast are clearly associated enlisting of the eight components (elements).
The whole planning process is interlinked in different ways. Involvement of everyone is necessary to eliminate the chances of forgetting anything while planning either for a particular department or for an organization. The strategies utilized by the organization are applicable to the whole organization, for example, when an organization designates a specific budget for the implementation of changes; it becomes necessary for all the departments of the organization to stay in the limits defined by the financial plan (Fossum and Parker, 1983). They should remain steady with what the administration plans and they cannot go over the financial plan since they expected to. They should talk about their issues and expect that the top-level management understand their concerns and grants those extra finances. 
The eight elements and the four activities have a clear correlation and they cannot be understood as one when anyone of the both is missing. Human resource planning activities and the strategic development and implementation of the organization also have the same level of correlation. However, the organizations must focus on establishing strategic development and after that human resource can concentrate on planning their activities. 
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