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Human Resource Planning
Human Resource Planning is a process through which an organization evaluates its current and future human resources factors that can have an impact on an organization ("The human resource management function — the employment cycle", n.d.). It involves several significant steps:
Evaluating Human Resources in the Organization; The assessment which includes analysis of external and internal forces make it easier for HR managers to find out the strengths of the organization and opportunities and threats (Bohlander, 2006). It provides the inventory of employees in the organization and skills available.
Estimating the Demand for Human Resources in the Organization; It is a process that determines the future human resource needs of the organizations regarding quantity and quality ("The human resource management function — the employment cycle", n.d.). It is done based on the current human resource situation in the organization to meet the future HR requirements to achieve the expected level of output.
Assessing the Supply of Human Resource Given the Analysis of the Resources Available and the Future Availability of HR in the Organization; It estimates the future sources which may be internal or external to human resource for the organization. External sources involve new recruitment while the internal source involves promotion of the existing taskforce (Ishrat, 2013).
Human resource planning also enables an organization to Match demand and supply of labor in the company and eliminate the challenge of shortage of labor or excessive labor taskforce within the organization. In the event of excessive human resources, an organization lays off workers while in the event of labor shortage the organization hires new human resources. The action is the last step which is focused on addressing surplus and shortage of HR. The main activities carried out in this plan are recruitment, interview, selection, hiring, and training ("The human resource management function — the employment cycle", n.d.). The performance is monitored in this step to check whether it aligns with the objectives of the organization.
Recruitment
Recruitment involves building a pool of qualified job applicants to fill shortages of human resource in the organization (Ishrat, 2013). It includes various steps;
· Developing a thorough understanding of the human resources required to fill the gap observed by first critically evaluating current resources available in the organization. It helps in creating a clear target for the recruiting process.
· Documenting information obtained from the first step to create a job position description which includes job title, expected responsibilities, and qualifications required to inform potential applicants. A job posting is created that includes salary, company information, skills requirement, and the application process (Jaskiewicz & Deussom, 2013).
· Identifying the appropriate channels to find suitable job candidates who can include newspaper adverts, websites, among other media 
· Creating an appropriate process for collecting applications




Interviewing
Interviewing is amongst last phases of hiring which involves various levels including:
· Creating interview dates and informing job applicants what they are required to bring such as academic certificates, the time and place where the interview will take place (Jaskiewicz & Deussom, 2013).
· Preparing in advance for the interview that involves reviewing job requirements and description, developing a list of questions for the job candidates and creating criteria for analyzing candidates
· Gathering a lot of information during the interview where the information can be obtained by asking questions focusing on previous performances and listening to the responses given. Taking notes during the interview is essential to help distinguish the candidates (Jaskiewicz & Deussom, 2013)
Selection
Selection is an important process hence, should be done effectively to ensure maximum results for the organization (Ishrat, 2013). The process takes place after the interview is concluded. The steps involved in this process are:
· Assessing job candidates’ interview performance against criteria set. The human resource manager will review notes taken during the interview to decide candidates that fit the job position available.
· Reviewing further the candidates that have satisfied the criteria set. Qualifications are not the only factor considered (Jaskiewicz & Deussom, 2013). The HR manager will select a candidate with experience or expertise in the job who can work as expected.
Hiring
The hiring process is started once a successful candidate has been selected from the rest of the candidates. The process involves giving the chosen job candidate a verbal offer or a formal written letter to inform about his or her selection for the position (Ishrat, 2013). The letter to the candidate should include expectations of the job, nature of the duties to be done, wages and benefits and conditions that must be accepted before starting the career.
Figure 1: The Process of Bringing New Employees on Board


Training Strategy for New Employees
New employees can be frustrating especially where the managers believe that they can function immediately without going through a training process (Ishrat, 2013). If a new employee is not trained appropriately, it can have adverse impacts on the business such as harming customer confidence and directly affect the growth of the organization. To ensure a smooth transition of new employees into their jobs, training is essential to make them familiar with the position.
To create an effective training strategy, the human resource managers should assess the overall training needs and establish training objectives that aim at overcoming performance gaps of the new employees and other performance issues (Ishrat, 2013). The strategy should allow tracking of employee performance during the training. Here is how the plan works:
Observing - When a new employee is newly hired, a lot of time is spend observing experienced employees performing duties that he is expected to master (Ishrat, 2013). For instance, if the employee is an IT employee, the employee will observe how the IT team work and take notes on how they do networking or other IT activities.
Learning - Once the new employees observe how the job is performed, the employee is taught the details of the job in a meaningful way (Larson, 2012). A new IT employee is trained on how to monitor and maintain the network in the organization and repairing computer devices.
Practicing - In this phase, the new employee is given space to practice what the employee has learned (Larson, 2012). A new IT employee is asked to assess issues in the organization’s network or computer devices. He does a fake-role play in addressing problems or security threats encountered guided by another IT employee to make sure the new employee learns how to work with the network system of the organization. If any errors are observed during the session, the activity can be re-tested.
Shadow Stage- In this phase, the new employee will follow what seasoned IT employees are doing and attempt to do the same tasks without making mistakes. After each attempt, his performance is compared to other employees (Larson, 2012). If he has perfected the activity, the new employee moves up from the shadow stage.
Proving - The new employee is given an opportunity to work in the designated job position with an experienced employee observing (Larson, 2012). A new IT employee is allowed to manage the network and work with the network systems. If the employee proves that handling the job a expected without supervision and the employee becomes a full member of the organization.
The strategy can vary in duration as it depends on the experience and the skills of the new employee (Larson, 2012). The new employees should be shown what they are expected to learn and understand learn and be given an opportunity to learn. Once they demonstrate their capability to handle the duties, they are given full responsibility and accountability of their jobs. 
Figure 2: The Training Strategy 


Strategy to Motivate New Employees
For any organization, hiring and training new employees is challenging which sometimes can make them feel neglected and lose motivation in learning key job aspects (Ishrat, 2013). New job environments are stressful for new employees who may be quickly overwhelmed by many suggestions and information given. To motivate a new employee to focus on learning about their new job, several techniques can be applied such as; 
Determining the Personal Needs of the New Employees - It involves gathering information concerning the motivations and preferences of the new employees. Each employee has specific requirements for the work environment and interests (Larson, 2012). Once the needs are identified, they can be acted upon if the overall motivation and productivity of the new employee decrease.
Regularly Engaging New Employees during the Training; by engaging new employees with the company and its goals, it can reduce the time they take to feel comfortable and expand their motivation in learning about their jobs via the training (Noe, 2010). Engaging new employees with the current skills gives them a chance for growth and development.
Delegate Meaningful Duties to the New Employees from the Start; new employees when given a task unrelated to their job gives them a significant challenge which motivates them to learn about the job (Larson, 2012). The key is to provide them with a work they can handle and be motivated instead of being overwhelmed.
Get New Employees in front Of the Job; while it is risky to get new employees involved in the job from the start, the risks can be reduced. It is essential to make them feel involved in the job as soon as possible (Larson, 2012). Providing employees with projects as soon as they are hired can help build their confidence and motivation.
Key Issues Affecting HRM Employees
New human resource management employees in health care are likely to encounter various challenges in their jobs. One of the main issues that the employees face is the management of change in health care organizations (Larson, 2012). New employees have to deal with changing roles in their jobs. Most often, employees tend to resist change especially those that do not favor them hence human resource management employees face this kind of resistance in many instances. Another issue encountered by the HRM employees is retention of workforce especially due to compensation and benefits for the employees. Healthcare organizations that lack benefits plans and compensation for their human resources usually have low rates of employee retention. Therefore, HRM employees will find it challenging to compensate employees when working in such organizations.

Addressing the Issues
Addressing the issues identified is essential to ensure high productivity among the employees. The HRM employees can create strategies to address these issues.To reduce resistance to change by employees, the HRM employees should ensure that they give roles that match an employee’s skills and expectations (Larson, 2012). The employees should be given tasks that don’t degrade their current stature, and they are comfortable with to ensure the expected level of output is realized. The HRM employees should engage with the employees to understand them better. It can help to offer employees roles that match their expectations. Reduction in the number of employees resisting change in roles can attest to the success of this strategy. Therefore, effective communication is of paramount importance in reducing or eliminating resistance among employees (Larson, 2012). 
The cost of planning, recruiting, hiring and training the human resources is usually involves a substantial cost to an organization especially when an organization requires many employees (Ishrat, 2013). Therefore, retaining employees is crucial to HRM to ensure the healthcare organization is working optimally. The HRM employees should ensure that employees are well compensated and given incentives that are within the constraints of the budget available. However, this requires the addition of funds to the budget to cover the benefits plan. The success of the strategy can be indicated by an increasing number of employees retained.




Figure 3: Addressing the Employee Issues 
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