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Human resources management – definition, roles and skills required to support effective people management

With the expanding of the known world in the 18th and 19th centuries and a growing industry based on the demand for products with good quality the necessity to increase production. This developed in a workforce crisis throughout the over 5 decades from 1870, period characterised by numerous strikes and workforce revolts, resulting in financial, material and not the least human life losses. Over this period, multiple studies and researches have been undertaken with the purpose of identifying methods to solve the crisis and improve the productivity relation would be approached in order to solve the “Labour Problem” and improve the relations between the companies and the workforce (Kaufman, 2008, pp. 55-57). 
At the beginning of the 20th century, the acute social turmoil caused by worsening work conditions and the World War I, have forced the governments to seek solutions, creating national authorities to control and regulate the work relations between the workforce and employers. This created the premises for the apparition of workforce unions to defend the rights and demands of the labourers. .
This led to a revolution called “scientific management” (launched by F.W. Taylor in 1912) regarding on the study of the organisational workflow and increasing the speed of production. Taylor based his approach on 4 principles derived from his practices . His study changed how employees were seen by the employers and how the employment can use the division of the process in basic tasks, each performed by one worker which possessed the specific skills at maximum speed and efficiency. Most important this system introduced an incentive aspect based on differential pay rates for the workers, but also the notion of groups engaged in different activities as parts of a greater production process, groups led by a person whose task was to oversee the fulfilment of each task as part of the process. 
In 1929 another theorist, George Elton Mayo, studied the connection between the motivation and the productivity of the workers and the skills set of the workers, working conditions and social environment at the workplace finding that all these factors have a huge impact on the first 2. . Through his studies started at the Hawthorne Electric Plant, Mayo showed that the work environment is a “social system” where the motivation of the individuals to perform or not, is related to the how efficient is the group in achieving the common goal.
Human Resources Management – definition and role in the organisational structure
Management in the organisation refers to all the activities and strategies used to plan, organize, control and coordinate how the available assets and resources of an organisation are spent with maximum effect . It has the role to decrease the waste of resources, to speed up the process and to keep the focus on the main goal of the organisation.
Taylor’s principles of Scientific Management 
By trying to experimenting with the work process, Taylor begun the draw some ideas on how to make more effective. These ideas turned into the 4 principles of the Scientific Management.
  The first principle was to analyse the work process by dismantling it into basic tasks and timing them. This created a standardized workflow based on the production process and order of tasks in this process. This system was successfully implemented by Henry Ford in 1914 by creating assembly lines and optimizing the production process of each part of a car from start to the final assembly of the vehicle.
Based on the first principle, Taylor analysed the requirements of each task in terms of the person hired to do it. He concluded that, for each task there are specific skills and traits needed, to reach maximum potential of production the process. This led to the scientific selection of workers based on their skills and abilities.
However, the division of the work tasks resulted in separating the planning and coordination process from the execution processes. This created the need for new management roles designed to plan and oversee the execution process. 
This provided the basis for the creation of the concept of Human Resources Management in the 1980’s, a science focused on the management activities and decisions that govern the relations between the workforce and organisations and how the assets and resources are spent in order to increase the productivity (Beer, et al., 1984).
All these strategies involve all the decisions taken regarding the use of all the available assets like workforce, organizational structure, acquirement and development of human resources through recruitment and training, etc. (Armstrong, 2011). 
Therefore we can see the management of human resources as the planning and implementing of strategies designed to increase the motivation of the workforce by fulfilling their needs and expectations with the purpose of increasing the productivity and efficiency in reaching the common goal of the organisation.

Effective People Management Theories
The studies and researches had as the main purpose ways of increasing performance of the workforce by analysing the factors that influenced the behaviour of the employees and how this behaviour can be directed towards the desired outcome . 
There are numerous theories that appeared through these studies, most notable being Maslow’s “Hierarchy of needs” and Herzberg’s “dual factor theory”. These 2 theories identified and categorised these factors which influenced the actions of each individuals toward reaching a goal. 
Abraham Maslow called these factors “needs” and created a hierarchy based on importance. In 1960’s, Douglas McGregor, arranged the needs into a pyramid of needs with the essential ones at the base.
                     
                 
                                             
The Maslow’s theory provides a good evaluation of motivation at work and brings in attention of the management methods of devising plans to increasing the performance by addressing the needs of the workforce. However, it has been proved that, since each person has different values systems, goals and needs, the strategies designed to improve the motivation of the workforce cannot be standardized and must take in consideration the differences between individuals (age, sex, beliefs, education, personal priorities and desires, etc). 
The applications of this theory in the Human Resources Management can help the managers identify and address both positive and negative tendencies and create an environment where the worker feels appreciated and rewarded for the performance in fulfilling his duties, through the satisfaction of his individual needs and desires. This would motivate the employee to increase his efforts toward achieving the organisational common goal by his choice and not because he is expected to .
Another research studying what influences the performance of a worker was done by Herzberg which launched the dual factor theory. He interviewed a group of subjects in regards to the incidents related to the work experience that impacted the motivation and performance of each individual from the test group. Then he grouped the factors influencing the motivation of an employee in 2 categories as sources of satisfaction and sources of dissatisfaction. This way he concluded that while the main motivators for the individuals are the ones related to their activity, the main dissatisfaction is related to the factors related to the organisational environment. . 
However the main flaw of the theory is the defensive and deflective factor of biased subjective opinion of each individual as well as influence of the mental status of the respondents at the moment of the interview . By applying Herzberg dual factor theory, managers can identify and address the organisational flaws that destroy the motivation of the workforce. Also they can create general and individual plans based on enhancing the sources of satisfaction and motivation, creating a safe and positive work environment for their organisation. However by excluding the uniqueness of each individual the results might be less than expected.
Another type of theory that emerged from the studies was treating the ways to improve the motivation. One of these is Vroom’s Expectancy theory which states that people make conscious decisions based on the reward expected. The principle idea is that the more valuable the reward for a person, bigger is the effort deposed by that person to fulfil the conditions required to reach it. .



The application of this theory in practice helps managers clarifying the role of the employee in achieving the goal by focusing on the rewards. This also helps the employee to understand that the performance level has an influence on the rewards. However, the rewards must be in alignment with the difficulty of the task which must be achievable by the effort of the employee with a reasonable workload capacity. If these conditions are not met, the desired outcome will suffer by not reaching the goal and the desire of the employee to perform will decrease.

The role of the manager in people management
To define the role of a manager we must consider what the management process is and what its purpose is in the organisational structure. As described by Fayol, management is the process of planning, organizing, controlling and coordinate the use of assets and resources of an organisation in the production process. These assets and resources include finances, work systems and technology, knowledge, time and, one of the most important, the human resource including themselves .
By considering this definition of the management, we can define the role of the manager as the person assigned to supervise a business or a part of it by following the management process and take measures to increase the effectiveness and productivity and reach the main goal of the organisation. They are given authority over different structures of the organisation with the main function of ensure the smooth operation and are responsible of the performance in fulfilling the assigned part of the work process by those working in that structure. 
To be able to cover these duties, an effective manager must be able to recruit, develop and motivate his team, to assess each member to tasks accordingly to their profile and skill and to assign them to the right position. One of the most efficient tools for creating an accurate profile for each of his members stays in the work of Meredith Belbin. Using this system, a manager can identify the strengths and weaknesses of each member. This way, he can assign the most suitable member for each task increasing both the performance and quality.. By recruiting people based on the Belbin team roles theory he can create balanced high performing team with members that have complementary skill sets and can work together toward finishing the tasks in the set deadlines. Another aspect that falls in the manager’s responsibility in terms of how he is managing his team, is the training and development of the members of them. The ability to influence and contribute to each member’s development but also to be influenced by his team members is also contributing to becoming an effective manager.
Managers vs Leaders – skills 
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Tie up the overall findings of the report.  
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