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Introduction. 
Human resource planning is the identifying and analyzing needs and availability of human resources to ensure that organizations meet their objectives. Planning helps in ensuring that there is the right number of human resources with the needed capabilities in the right place and time. one consideration in planning is availing and locating longtime jobs to people and not short contracts.HR plans are at times expanded to accommodate approaches like laying off employees, shifting them to other jobs, or increasing manpower in certain areas (Bhattacharyya, 2019). Large organizations need planning. An example is the U.S government corps of engineering whose workforce reaches 35OOO as founded on a good plan. The organization carried out analysis for the future and current workforce.
HR planning process.
The process of HR planning takes place in stages. It starts with an analysis of current human resources. There is then the forecasting of the future requirements that would be needed and are useful/t s followed by the gap identification and lastly, there is the plan implementation which tightens up the identified gaps.
Assessing the external workforce.
After examining the objectives and plans of an organization and their s need to add employees, there has to be a way of identifying the number and type of employees required to take up the different tasks. Some external are instrumental in helping identify the employees to be employed (Gupta et al.,2016). They include Government and economic factors – the economic success of a company affects the way its planning is shaped. During the planning, considerations on interest rates, economic decline, and inflation affect workers' availability and therefore figures in their goals and objectives. Whenever the number of unemployed people increases, those looking for qualified work also increases. On the other hand, government policies affect HR planning by altering the labor supply. It becomes crucial therefore for HR planners to be conversant with the legal requirements. Social security and pension provision legislation could change funding options and retirement patterns. Organizations have to consider regulations, laws, and policies during HR planning.
Competitive evaluation – geographic and competitive concerns are considered when dong the HR planning.t becomes important when people move to a particular area because they would provide labor unlike the areas with declining populations. It is important to consider the direct competition as people working in similar companies around would require more benefits or just something that would make them different from the rest. To finalize that, unintentional competition is considered in scanning the environment. Competition intensifies whenever there is the global shifting of workers and jobs in the world. An example is the outsourcing of jobs from the United States to other countries at a cheaper price.
Changing workforce considerations. Changes in the workforce are considered n HR planning. Shifts in workforce composition in combination with different work patterns create organizations and workplaces that are different from the ones that existed a while ago. Organizations find a problem of having workers with the required capabilities respond to this when scanning future and potential workforce depend on age, diversity, gender, and outsourcing possibilities among the task force is put into consideration.


Assessing the internal workforce.
Checking on the jobs to be done and the capabilities of available people are part of the HR planning process. The needs of the organization are compared with the labor supply outside and inside the organization. Aspects of interest when checking on the internal workforce are Future and current jobs audit-auditing checks on the strengths and weaknesses of the organization as a way of evaluating the internal task force. Jobs are analyzed thus giving away the kind of jobs to be needed in the future. The data gotten is then given to the staff and members. Organizational and employee inventory- a detailed look into employees and their capabilities are important in carrying out organizational plans. Data about employees have been obtained n HR records. Both skills and capabilities of the employees are taken so that the company needs can be filled from them.
 Forecasting methods for HR supply and demand levels.
Information from the external and internal scanning is used in forecasting HR supply and demand.t uses information from the past and future to predict the future and several methods are used in the future predictions. There are judgmental methods where people in position are asked the number of people that would probably be needed in a certain period (Sutanto, 2017). Rule of thumb also applies in the judgmental methods as applicable to specific situations in the organization. Then there is the mathematical Delph technique that brings together the predictions of brought experts about the demand and supply. The experts are expected to review their options several times before the conclusion is taken. Lastly when the judgmental methods are the nominal groups where experts meet after studying the organization and their ideas are taken in separately.
Other methods used in forecasting supply and demand levels are mathematical methods. With this method, statistical analyses are done to compare past relationships within different factors. There is then a stimulation method that represents the real situation as it is. The last ones are productivity and staffing ratios that calculate average production per employee and indirect labor estimation respectively. All those methods help in telling the extend of HR supply and demand.
Psychological contract. 	
The psychological contract is used as the concept helpful in discussing employer’s relationship with their employees.t has a strong bass on commitment and trust. The contract may be written and unwritten but they portray expectations of employee and employer from each other. The psychological contract has a changing nature where employees who serve for a long time can be laid off in preference to the more competent ones (Cullinane & Dundon, 2016). That makes those who remain question their loyalty just in case their laying times also arrive. People with rights and feelings of entitlement in an organization tend to be more committed. The psychological contract also has a global nature where they infuse global operations. It is mainly brought by foreign employees who must be accommodated and therefore the contract at times changes in their favor.
 	Motivation is linked to performances as it causes the desire within that person to act. They go ahead into acting to reach a certain goal. Motivation is therefore goal-directed drive for that reason. Employees are motivated in different ways like being brought motivational speakers and at times receiving cash tokens of appreciation.

Types of turnover and their measurement.
Employee turnover arises whenever employees have to replace. It is an expensive and costly incidence that affects organizations. The different types of turnover in existence include involuntary turnover where workers get replaced after registering low performances in their work specialization. There is the turnover where employees leave by their choice called voluntary turnover (Ongori,2017). In addition to that, there is functional turnover in which disruptive employees leave. That could be after them getting to destroy company terms even after warning. Dysfunctional turnover happens when employees who manage key roles leave at the time they are needed most. Towards the end, there is controlled turnover where workers leave with reasons influenced by the employer and lastly, uncontrolled turnover employees leave with reasons outside the employer’s control.
Drivers of retention.
Retention of employees happens when workers are to be kept for a little bit longer. Retention is part of the HR staffing and planning and it’s the opposite of turnover. There several things that contribute t retention referred to as retention drivers. The drivers are organizational and management factors that influence employees to stay or leave. Providing enough resources with clear goals makes one remain. There are the work relationship driver-Relationships that affect a worker are supervisor and coworker relations, a supervisor builds positive relations then he contributes to retention by the worker. When coworkers develop a good relationship, it is an indicator of a positive workplace.
There are employer policies and practices. Polices in terms of far disciplinary, promotions, and means of deciding assignment of work are instrumental in retention of a worker. Career training and development where the organizations support the workers who merit to further their studies to become more informed and competitive. It encourages retention. To add to that, another driver is work and life. Employees could get worried about their job security coupled with the different cases of turnover. That could make them start thinking of living earlier before they get cut.
Retention can be managed in different ways. Some of the ways are employee surveys where workers provide their fears and strengths to the organization. It can also be managed by exit interviews where anyone to be cut off is interviewed and when they defend themselves well they get reconsideration. Lastly, it can be managed by assessing turnover cases and the reason for their occurrence as that would help in properly managing retention.
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