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Abstract
According to Bratton & Gold (2017), human resource plan is a systematic planning process by a human resource manager aimed to achieve optimal use of assets in an organization. It focuses on the human resource of an organization. The primary objective of a human resource plan is ensuring that jobs get the best-fit employees and work on avoiding surpluses or shortages of employees in the organization. A human resource plan is as a result of estimating the demand and supply of human resource in an organization then adjust. In case the internal supply of a human resource is more than the demand, then there is a surplus in human resource (Issel & Wells, 2017). Therefore external recruitment is put on hold. The paper will focus on the human resource plan of Urgent Medicare in Madison. 
Urgent Medcare is a walk-in clinic in the United States that focus on providing ambulatory care to patients. The organization centers to treat illnesses and injuries that require quick attention through the cases that do not necessarily require a visit to an emergency department. Urgent Medcare handles life-threatening cases and health issues such as drug testing, stitches, flu & cold treatment, and others. There are no outrageous prices or long lines like in other regular hospitals. 
	




Introduction
Urgent Medcare contains the most dedicated health practitioners who focus on making people healthy. They offer very friendly customer service no matter the reason for one's visit into their organization. They also provide lab services such as occupational medicine, immunizations, physicals and many more (Serna et al. 2017). However, like any other organization, Urgent Medicare is made effective through a human resource plan.  The human resource plan focuses on six elements; staffing, recruitment, retention, development, and compensation. All these elements fall under the role of a human resource in Urgent Medicare. It is the role of a human resource manager of every organization to develop a human strategy plan. 
1.1 Staffing
Staffing involves training individuals for a specific job function. It is aimed at determining the right employees to run a business or an organization as per the job descriptions. However, there are factors that influence the element of staffing; internal business finances, economic situations, and business growth expectations (World Health Organization, 2016). A human resource manager of an organization analyzes on factors that influence the available workforce such as government regulation, employment rate, mobility, and level education and then makes a cohesive decision for the organization.
In Urgent Medcare, in case of surplus employees in the organization, the existing employees have pushed to voluntary retirement. Also, the management offers favorable terms that encourage early retirement. If this strategy is not effective enough, the human resource management analyzes the work performance of each employee and decides to lay off the underperforming worker. Also, the human resource manager evaluates the education level of each one of them and sets a limit to the qualification of being an employee in that institution (Issel & Wells, 2017). Those with fewer education qualifications are cut off.
In cases there is a shortage of employees in Urgent Medcare, the human resource should depend on external sources and look up for more employees according to skills and experience that best fit the vacancy. In this scenario, the human resource does not only focus on adding more employees, but also look up for strategies of maintaining the existing employees. Adequate staffing in healthcare is crucial to patients to receive optimal and standardized care. Every health practitioner is crucial at his/her field in healthcare. Therefore, a decrease in the number of staffs can lead to mistakes, substandard care, and patient dissatisfaction (Mandeville, et al. 2016).
1.2 Recruitment
This refers to the process of hiring where human resource management selects and shortlists candidates for jobs either temporary or permanently within an organization. A strategic recruiter ought to be very keen in the process of recruiting not to let off the best candidate for the job. Usually, in almost every field, there is a pool of unemployed potential workers especially due to the exponential increase in population in the world. This results to people being more than the actual available jobs in the market (World Health Organization, 2015). Also, in every learning institute, there is a big bunch of graduates every year. This makes every job opportunity available in the market competitive. It is therefore not easy to identify the best from all of them.
For Urgent Medcare, its main focus should be on the skills and experience of the candidate and more so the core values of the candidate. It is crucial that patients feel cared for and more so, their need met. A good customer culture in a hospital is now a primary concern in health institutions. A health practitioner should be approachable and should not be judgmental for it would scare away the patients or hard to trust their issues to the health practitioner. Therefore, it crucial to lay out the expectations to a job vacancy in health care and the requirements core values one should contain through a thorough interview process, the human resource will effectively selects the right person for the job (Mandeville, et al. 2016).
1.3 Retention
It refers to a strategic plan of maintaining the existing employees by motivating them to stay. It is important for a human resource manager to learn the factors that could make an employee quit from working in the company. The first reason is a poor fit with the culture of an organization. It is possible that an organization has embraced a particular culture and it employs diversified candidates (Abdelhak et al. 2014). There is likely to be a culture imbalance which pushes some candidates to feel limited and uncomfortable while working there.
Another reason that would make an employee leave the organization is the poor working environment. It is possible that an employee's not exposed to a comfortable working environment. For instance, there is a pollutant industry nearby which makes the atmosphere hard to cope due to lack of fresh air from the produced pollutant gases. Unless the environment is improved, it stands to be risky and life threatening to the employees that all there in the maximum hours of the day. From a simple evaluation, it is easy to leave the organization than risking one's life.
1.4 Development 
It is crucial to mind the welfare of both employees just as the welfare of the customers. An employee is likely to be productive if he is developing in a certain work environment. Most people leave an organization or cease to be productive if the environment is no longer challenging or rewarding. Therefore, an employee in Urgent Medcare is entitled to benefits such as house allowance, transport allowance and a paid health policy for being an employee in the organization. 
1.5 Compensation
This involves the way the employees are rewarded for their services in an organization. There is a range of salary range to every type of employee in an organization. It is crucial for every resource manager to follow this provided range in all positions of the organization. If employees are under-compensated, they are likely to underperform. If they are fairly or well paid, they are likely to be loyal and remain productive for the success of the organization (Bratton & Gold, 2017). Their satisfaction is also reflected in how they address the patients.
In summary, human resource planning is the backbone of every successful organization. An effective human resource plan assists an organization to meet their strategic goals by administering and maintaining the best candidate for a job position in the organization. In doing so, the plan ensures it is in plan with the organizational goal of the organization. An effective human resource strategy maintains employee turnover and a competitive advantage. It is important for Urgent Medcare to follow this human resource plan for the success of the organization.
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