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The methods of staff management employed by various organisations varies, but in general, the focus is moving away from prioritising a company’s reputation and more towards empowering and improving the workforce within the organisation. This is in pursuit of more efficiency, less mistakes in production and product delivery, and a more specialised workforce. This idea of supporting and prioritising the staff has been developed and improved since the industrial revolution to become what we know as human resource management. This report will compare and contrast, as well as critically evaluate human resource management and compare it against
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Human resource management as developed since the industrial revolution to allow staff to feel more secure and motivated within an organisation. This system rivals personnel management and organisations tend to use a combination of both methods of staff management. This report will compare and contrast human resource management and personnel management, and critically evaluate each to determine which method is the best way to manage the staff within an organisation.
[bookmark: _Toc58279155]HRM
Modern human resource management is the practice of ensuring both the staff and the resources within a company are in the right place at the right time in order to meet the company objectives. As human resource management has developed, more focus has been placed on the care, wellbeing and security of the employees within the organisation. This is to allow them to reach their full potential within the organisation and so that the organisation can squeeze as much performance out of its employees. ‘’HRM is an inevitable consequence of starting and growing an organisation’’ (Boxall, 2007). This highlights the importance of human resource management as a business tool. In motorsports, human resource management can be used to ensure all of the staff and resources are in the right place at the right time to get a car onto the track, and if the human resources fail then the car will not be fit to race. With motorsport having such tight deadlines and such strict organisational goals, implementing strategic human resource management, human resource management that is targeted towards meeting performance objectives, is crucial to success.
[bookmark: _Toc58279156]Industrial Revolution
In the industrial revolution, human resource management was very different compared to current- day practice. Workers were not seen as people by their employers, they were seen purely as machines to perform a task, with the company having no concern for their wellbeing. No differentiation was made between different workers and specialised skills were not considered. Management of the staff was top down with no feedback going the other way, and foremen and managers had all of the power within the organisation.
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Initially, HR was considered to be administrative and it was considered a means of managing the workforce to improve performance, with little regard for the wellbeing of employees. This was because workers, before Taylorism was introduced, were seen as purely resources, with no specialisation or personality. This led to a largely unsatisfied workforce, not enjoying working conditions, and having less chance of ascending the corporate chain of command. Taylorism was a method brought in to make the workforce more efficient.
Taylorism is the principle of simplifying tasks and breaking down processes in order to make them easier for a larger group of staff. This principle is an effective strategy for human resource management, as simplifying the strategy allows a more diverse workforce to carry out the same job. This means that less training is required to preform this task, allowing more time for developing specialised skills. As employers started to introduce the principle in the workplace, they began to see the employees as individual people with skills, rather than pure assets. As the workers began to work more efficiently, due to the simplified tasks, they were more motivated to work.
[bookmark: _Toc58279158]Employee trust
In an organisation it is key for the employees to have trust in the management, and the management to have the same level of trust in its employees. ‘’ The job of a leader is to go first, to extend trust first’’(S. Covey, 2020) this means that it is up to the management of an organisation to implement the procedures to build trust. One way to grow this trust is by implementing a standard team formation. This formation focusses on 4 areas:
‘Norming’- Norming is the idea that the staff are familiarised with their position within the team, and the chain of command in that team. This is key as it allows the ideas that this team come up with are channelled towards the production or provision of goods or the service the company requires most efficiently.
‘Performing’- Performing means that the team are working together as one unit. If the employees are all working together without clashes or issues on a person to person level then the team can become as streamlined as possible, reducing wate in terms of time and resources.
‘Storming’- Storming is the idea that employees in the team will challenge each other’s ideas and push other individuals in the team to improve their performance. This means that the average performance level of the team is higher and that the workers hold each other to a standard as high as the management, ensuring quality control within the team.
‘Forming’- Forming is the process of understanding other employees within the team and building connections and relationships with each other. This is important as individuals will enjoy being around other team members more as they grow to understand the other employees better. This can motivate employees to work harder and push others to meet the same standard of quality.
Using this team method, the employees trust each other more as they become more in touch with their colleagues, and the implementation of this team approach builds confidence and trust between the employee and the management, as when the information and performance is channelled in the most efficient way up the chain of command and towards production, the employer begins to believe that the employee can meet the performance goals of the company. The company will then put more time and resources into further developing the employee and the employee will feel more secure within the organisation. This is advantageous because ‘’the higher the levels of trust, the lower the costs and the higher the productivity’’ (S. Covey, 2006). This means that it is in the company’s best interest to implement such an approach as this directly contributes towards the company’s goals whilst following the human resource management principle of working to improve the staff before the company itself.
[bookmark: _Toc58279159]X and Y model
There are two accepted models in which a company can operate, the X and Y model. These models describe the relationship between the management and the rest of the staff in the organisation. The X theory is a system where the manager looks down on the rest of the staff, and information only travels down the chain of command. This creates a one- way system, with no return channel for information. This strict system leaves staff unmotivated to put their best into their work, as the average worker will dislike their job. This model dictates that all staff must be strictly controlled, which leaves unused potential as specialisation is not considered. This system primarily benefits the organisation, and so falls under personnel management. The staff feel comfortable knowing what they have to do, but thy want security, which this model does not provide.
The Y model follows the idea that the manager looks up at the employees, and that there is communication both ways along the chain of command. This two- way communication allows the staff to provide feedback so that the organisation can make their work life more enjoyable. Staff are typically more motivated to work and feel empowered. Because the focus is placed on the manager working to make the employees better, there is more value placed on each member of staff. In an organisation running this system, employees are more likely to feel secure as they are seen as a valuable asset and are looked after by the organisation with welfare support. (McGregor, 1960) This system also pushes the employees to improve themselves. The key difference between the X and Y models is the enjoyment of work from staff, and the willingness of the staff to exercise initiative and self- control. The Y model encourages workers to push themselves and meet goals, as doing so is more rewarding. This is in part due to the more open chain of leadership in the organisation allowing for more career progression and ascension up the chain of management. Therefore, the Y model is seen as the standard for human resource management. The increased motivation of the staff and the increased productivity that comes from the proactive working environment gives this model the advantage over the X model.
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The principle of a contingency view of management is the practice of ensuring the right procedures and fail safes are in place, in order to maintain the smooth operation of a business if problems should occur. There are two approaches that combine to form contingency planning in management, the first being a case- by- case view. This approach takes into account the individual circumstances of each case, and a tailored solution is made to deal with the problem. This method is in keeping with human resource management principles, as the individuals involved are treated as independent assets rather than a collective asset to the company. The second view is the unilateralist approach. This is the view that there is only one best way to deal with all problems. (J. Woodward, 1958) this view is in line with personnel management principles, as the staff involved in the problems are treated in the same way regardless of circumstance. These principles both have merits and disadvantages. The case- by- case view is the most effective way to deal with individual problems because each solution is purpose- fit for the circumstances, wasting less resources than a unilateralist approach. This brings the problem, however of wasting time by focussing far too individually on a problem when a solution for a previous problem would fit just as well. Personnel management and a unilateralist approach brings the opposite problem, where problems are not completely solved because the solution is not specific enough. This wastes resources as the money and resources used are not utilised to their maximum. It is, therefore, logical to assume that a middle- ground approach is worth adopting. This approach would allow companies to solve basic problems with a unilateral solution, saving time, and solve complex problems with individual circumstances on a case- by- case basis. Because personnel management is implemented in the best interest of the company, a unilateral approach would be used for the enforcement of rigid rules such as safety rules, to protect the reputation of the company, whereas a case by case approach would be best implemented in situations where the welfare of the employee takes precedence.
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The first difference between HRM and PRM is the timescale that the two practices are used for. Personnel management is a short- term method of managing staff, focusing on compliance with the company rules and practices. This ensures staff are not negatively affecting the company by breaking rules, which could either hurt the company’s production rate or reputation. It is therefore clear that personal management is more in the company’s best interests, rather than the employee. However human resource management is much more of a long- term method of managing employees, with a focus on ensuring the employee’s long- term commitment to the company. An employee will not stay committed to a company they do not enjoy working for, so by ensuing they are happy in their role within the company it is likely the employee will stay committed.
Another difference between the two forms of management is the level of trust that is placed in an employee. The level of trust that personnel management places in the employees is low, as they are expected to break rules or underperform. This means that the employee will be more closely managed and given less freedom by the management. In contrast, human resource management places high trust in the employee. The company expects the employee to be proactive and willing to work, and eager to improve. Because the employee is more trusted, they are given more room to develop.
One of the most key differences between the two forms of management is the priority of each method. Personnel management prioritises minimising costs and making sure no unnecessary spending happens. This contrasts completely with human resource management, where the best use of employees is the highest priority. This means that the employees’ health is prioritised, and they are incentivised to work, and they are happy.
Another difference between the two management methods is who undertakes them. Personnel management is undertaken by an external body, and so does not have the organisational goals of the company in mind. They only want to ensure they do the best job they can for the client. In contrast, human resource management is done internally by the organisation. This ensures that human resource management is done with the intention of satisfying the organisational goals of the company.
After comparing the two methods of staff management and the strengths and weaknesses of each method, the method that would be most beneficial to an organisation is human resource management. The self- run nature of this system offers the company in question more control over its staff management, allowing the management to further align the human resource management principles with the organisational goals. Because the staff feel more secure and more motivated, they are more willing to push themselves harder and achieve higher targets, and the more open lines of communication that the Y model gives allow the organisation to constantly improve the staff management. This open system also gives more job progression opportunities to staff, which incentivises staff to stay with an organisation, whereas with an organisation that employs principally personnel management is very closed off at the top and employees are not motivated to stay committed to the company.
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In conclusion, the current state of human resource management means that it is the more advantageous method of staff management compared to personnel management, as it is more efficient, motivates staff more and allows for the best distribution of resources in a company. Staff management is all about getting the staff and the resources in the right place to work most efficiently and productively, and through comparison of the two methods, it is clear that human resource management fulfils this criteria better than personnel management.
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