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In this paper I chose the scenario that involves the human resource manager in an expanding technology company. The company is said to hold 170 employees and is involved in developing and distributing small electronic devices. The company has recently landed a contract where they are supposed to provide their small remote surveillance cameras to various agencies within the area where the firm is based. A condition exists that if the firm is unable to attain the desired target, the contract will be expanded to supplying agencies outside of their home state.
	My role as the Human Resource Manager has been described to secure a larger facility and hiring more staff in order to sustain the first part of the contract. We are told the staff shall comprise of: Assembly technicians, Certified Quality Control Engineer, Contract administrator and an Office Support Paraprofessional. In this scenario, I shall outline an ideal staffing plan in order to ensure future product deliveries and sustain possible future growth.
	Staffing models refers to tools in management whose intent is to measure work activity, analyze each employee’s resource capacity and determine the labor hours required for future events. Staffing models assist an organization to attain their performance goals, improve level of productivity and establish new capacity for growth. Staffing plans on the other hand attempt to predict the time required when forecasting different scenarios.
	Staffing plans may differ from one firm to the other. These differences are brought about by varying size, type of industry and the expected rate of growth. Identifying a staffing plan requires research and careful planning. Some of the staffing plans that I thought would be ideal for this firm are the strategic staffing and long term staffing (Parthasarathy,and Satya, 2010).
	Strategic planning describes a set of short term and long term and succession planning. This plan considers the firm's business plans and works to ensure that the organizational performance goals are attainable from a skilled and talented workforce. In this case, staffing levels are analyzed and examined in order to prevent a staffing deficit or surplus. This approach also involves assessment of skills to ensure the current workforce has the necessary skills to sustain growth. In case the skills are not adequate, training may be accorded to correct and fill the gaps in skills (Daft,Kendrick,and Vershinina, 2010).
	The second approach that could be ideal for this firm is the long term staffing. This process is a proactive step towards the organization's staffing needs. This approach normally considers accounting for the past turnover, employees who are on the verge of retirement or maternity leave; the organizations expected growth and the staff members who have been observed to be non-performers.
	The above staffing plans would benefit the firm in various manners like: matching workloads with resource capacities, improving productivity, increasing customer retention, expanding and optimizing shared services and designing expert centers and networks which are supposed to produce high quality innovative services at low costs.
	When  trying to establish equal employment opportunities and diversity within the workplace while still aiming to acquire employees with the needed certifications and credentials several factors may emerge thus hindering the aspect or equity and diversity. Among the common issues that are encountered are: traditional stereotypes about women and minorities, work cultures that fail to consider sexual harassment and racial harassment are serious legal issues, general social attitudes that exist concerning division of labor in the firm, lack of knowledge of what is contained in the various equal opportunities policies and low pay.
	In order to ensure transparency in the staffing model, discrimination is a significant issue to address. It is important for the firm to comply with the rules concerning discrimination, for instance, it is against the law to discriminate depending on the arrangements set to determine those to be selected, based on the terms of employment and deliberately rejecting a candidate for the wrong reasons. To ensure transparency in the staffing model, it would be of significance to come up with objective criteria for assessment. This assists in avoiding unintentional discrimination. The rest of the means to ensure this are: avoiding the use of biased language, establishing a well-designed framework regarding specification of the candidate, ensuring that all the selection techniques are free from bias also, employing a structured interviewing process, maintaining clear records which indicate why certain recruitment decisions were made and having a clear intention of recruiting the best qualified person (In Heymann,In Stein, and  In Moreno,2014).
	There are three tasks that will need to be conducted in order to identify, analyze and develop job requirements and task statements which will be included in the formalized job descriptions. I will mention on this tasks and I will begin with conducting an assessment the capacity and nature of staff that is required in the firm. Secondly, is to identify the supply side, or in other words the criteria through which the staff will be supplied and lastly, achieving a balance between the supply side and the demand side.
	During recruitment of employees, some firms tend to encounter high employee turnover and availability of many candidates with the required knowledge and skills. High employee turnover is not ideal for a firm as it may cause more harm than good. High turnover of employees during recruitment is associated with increased costs. This scenario can be avoided by undertaking measures such as: establishing the ideal compensation and benefits. This requires the Human Resource Manger to research and work in conjunction with human resources to find out current information concerning industry pay packages, flexible work patterns and bonuses frameworks. Next, they can pay the personal needs of the employees more attention and become more flexible. Lastly, the firm may integrate hiring into their business forecasting. This involves projecting the number of hires that will be required during the next period of recruitment. This is followed by determining the manner in which the need will reconcile with the annual budget.
	The above succession plans will benefit the firm in question in the sense that, it increases customer focus ensuring attraction and retention of customers, improved efficiency, better productivity, and possible future growth. 
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