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There are many similarities between Personnel Management (PM) and Human Resource Management (HRM). Firstly they are both management functions, but what is management? What do managers do? According to Herni Fayol there are five functions of management. Planning, organising, commanding, controlling and coordinating (Vincent van Vliet, 2014).
The first of Fayol’s five functions of management, planning is often referred to as forecast and plan. This function, according to Fayol is the most difficult of all. This is because it requires having an active role in the whole organisation. Plans must be coordinated across the different organisational levels and take into account the availability of resources. As well as the organisations flexibility (Vincent van Vliet, 2014).
The second function organising, refers to the need for inventory, raw materials, tools, workstations to be organised (Vincent van Vliet, 2014). This function is also concerned with the organisation of capital and personnel. Adam Smith in his book the wealth of nations 1776, chapter 1 the division of labour addressed the importance of organising employees in order to realise maximum output (Smith, 1776).   
[bookmark: _Hlk496816049]What Fayol, referred to as commanding is the need to give employees clear, concrete instructions. Commands should be given with respect whenever possible. Successful managers improve the output of all employees towards their optimum levels by clearly communicating what they expect from their employees (Vincent van Vliet, 2014).  
Positive influencing of employee behavior, is important in order for organizational activities to become harmonised. Motivation and discipline therefore is stimulated within departments by good coordination. Strong leardership and clear communication are nessessary in order for an organisation, and its departments to be coordinated (Vincent van Vliet, 2014).  
Controlling organisational outputs, involves taking corrective or preventive measures when needed. Measuring and reporting on actual performance accurately is necessary, in order to compare with the organisational objectives (Vincent van Vliet, 2014). 
During the 1890’s industrial welfare work began to emerge, which can be said is the root of PM which became what is now called HRM. Due to a number of factors, organisations were driven to provide workplace amenities, such as medical care for example (Redman & Wilkinson, 2009). Personnel Management birthed Human Resource management, it laid the foundation for the evolution of HRM (HRM Vs Personnel Management, no date). 
Fayol’s work on management looked at the management of employees, resources, and information. In simple terms “A person who is hired to provide services to a company on a regular basis in exchange for compensation” (Investor works, 2017) is an employee. The three most common resources are land, capital and labour. A resources, is something that is required in order to accomplish a task (BusinessDictionary, 2017). The management of information is the process of ensuring that every person involved with an activity has sufficient information to complete the task to the required standard. Information managed well is easy to read and understand, and not overly complex or excessive. Information management can also be described as the management of knowledge. it is crucial for organisations to provide their employees with the knowledge (skills and training) that they require (Mayhew, no date). 
HRM is the management of a human resource, which is the resource which “resides in the knowledge, skills, and motivation of people” (BusinessDictionary, 2017). When a human as a resource is managed well they will become more and more valuable as their time spent working in an organisation passes. It is regarded as the most crucial of all resources. Human resources are the biggest and longest lasting advantage of an organisation (BusinessDictionary, 2017). HRM then is a highly important organisational activity. What then do HRM teams actually do? What are their major functions?
According to HR management expert John Bratton, "Strategic human resource                      management is the process of linking the human resource function with the strategic                objectives of the organization in order to improve performance."
	(Bradley, no date).

Their first main function is recruitment and selection. HRM is a forward-looking function. HRM team pay close attention to both the long-term and short-term goals of their organisation. They also monitor closely, the capacity of the workforce. With these pieces of information, they can see which areas need improvement, which departments need more support, where are the skill gaps. Recruitment is the processes of plugging these gaps, it’s about finding and persuading someone to join an organisation to perform a particular job (Bhattacharyya, 2017). Recruitment can be an expensive undertaking, organisations will sometimes spend months searching for the right candidate. HRM teams need to be proactive in this area in order for, their organisation to be competitive.
After the completion of a recruitment process, the next step for a HRM team is to give intensive orientation to the new employee. An orientation program should ensure that the employee, knows and understands the duties and responsibilities attributed to their job role. As well as this every employee should have an understanding of how their role fits into the organisation, how their performance will impact the rest of the company. This clarity enables the employee to take an active role in the organisation. Many organisations do not have an orientation program, this step is fundamental in order for an employee to become adjusted to their new surroundings (Bhattacharyya, 2017). 
Maintaining good working conditions is important to ensure employees remain motivated. In order for human resources to perform at their optimum level they must be motivated. HRM plays a major role in this. They must put in place a system of benefits and compensation, which fairly reflect the role and responsibilities of the employee. Motivation here has close ties to job satisfaction (Bhattacharyya, 2017).
Relationships within an organisation, need to be managed. Some employees work extremely well together while in other cases attempts should be made to keep them apart. Efforts need to be made by employers to understand the personal and professional attributes of their employees. Employee relations is a broad concept, it is a very important role of HRM (Bhattacharyya, 2017). 
As mentioned before, HRM departments need to address skill gaps. One approach to tackling this issue is through training and development. This is an extremely important function of HRM, as it aims to improve the capacity to perform, and to overcome organisational challenges by becoming more flexible (Bhattacharyya, 2017). 
Personal development is also very closely tied to motivation. As is safety, relationships, and pay. Abraham Maslow, developed his theory the Hierarchy of Needs which helps illustrate this point. Maslow’s hierarchy is usually shown as a pyramid. The lowest level shows the most basis physical needs (food, water etc.). As people grow they progress up the pyramid and their needs become more and more psychological (friendships, self-esteem) (Cherry, 2017). HRM teams grow and develop people for the benefit of the organisation, and the benefit of the employee. 
Over the past 100 years, the importance of employees within an organisation has increased. “It's the people that make an organization” (Bianca, no date). With this, employers became conscious of the importance of employee retention. This awareness resulted in the emergence of Personnel Managers. Personnel Management is essentially an administrative function, at an operational level. Organisational success is the ultimate goal of both HRM and PM. PM aims to achieve this by justice and efficiency. PM assumes that by maintaining fair terms and conditions of employment, while managing the personnel activities of each department, an organisation will be competitive. One function of Personnel Managers is to perform a mediator role when difficulties between employees, or when difficulties between employers and employees arise. However, the aim function of a Personnel Managers is the maintain organisational records, they handle employee wages, benefits and salaries. (HRM Vs Personnel Management, no date). Personnel Management is not concerned with the future, PM is reactive. 
HRM is proactive, it is looking to the future. HRM works towards, the organisations strategic plan. In the 1980’s the term HRM become popular within the UK. Replacing terms such as Industrial Relations, Labour Relations, and of course Personnel Management (Griffith College, 2011). Invariably its employees, the human resources, do the important work of an organisation. The role of a HRM team is to make suggestions to the management team, regarding the effective and strategic utilisation of its most important resource (Bianca, no date). HRMs main focuses are recruitment, and management. Effective utilisation of strategic, HRM will significantly sharpen and organisations competitive edge. Issues such as performance management, organisational development, safety, and employee motivation through benefits and training programs are dealt with by HRM (Griffith College, 2011). 
The polices, and procedures of an organisation which impact employees should be geared towards ensuring the realisation of the organisations strategic plan. Linking HRM and strategy will enable an organisation to highlight polices, or procedures which have perhaps become outdated. Being able to realise what needs to be addressed is crucial to an organisation. Policies and procedures which fall outside of the organisations strategic plan can be reworked, rewritten or even discarded. Therefore, strategy has an impact on HR policies, however this is not a one-way street. HR impacts strategy, an organisations strategic plan will usually “rely on the cooperation and support of employees and individual departments or functions within the organization” (Bradley, no date). The implementation of the key aspects of a strategic plan, needs to be timely and effective, HRM plays a key role here. 
However even the best laid plans, are useless when carried out by untrained, unexperienced or underutilised employees. One function of a HRM team is to suggest training and development programs for employees at all levels of the organisation. Viewing employees as human assets, not costs is an important aspect of HRM.   
When an organisations executives and HRM function become intertwined, they constantly monitor each other’s performances and make minor adjustments in order to benefit the company and its employees. Team building can also be improved though the use of strategic HRM. An organisations stakeholder’s, such as employees and managers, are relied upon to provide input to the strategic vision. Communication can become more open by aligning a HR strategy to that end (Bradley, no date). 
Laws are changed and amended continually, it is imperative for all organisations to monitor any changes which are relevant to them. HRM ensures that the organisation remains compliant with regards to laws related to employees. Laws which affect pensions, pay, insurance, and safety for example. The strategic plan of an organisation needs to flexiable enough to adapt to change (Bradley, no date).  
The development of PM come from the need for a managerial layer, between company owners and their employees. Especially during world war one, this period in history saw huge numbers of women going to work. This had a dramatic effect on the demographics of the industrial workplace. Thousands of men were set to fight at the front lines. This meant that the management, of the introduction of a new workforce needed a great deal of care. Before there was little management involvement when it came to training new employees. Apprentices would shadow experienced workers, learn from them as they honed their skills. Until they became competent enough to became independent workers. Training these large numbers, had to be more organised, standardised and overseen. The birth of the sector known as HR occurred at this time (Dutton, 2015). 
Many men saw the introduction of women into industry as a threat. They pressured the government and their employers, to ensure that they would have jobs to return to, after the war. Employers hoped that they would have an opportunity to increase their profits. Since they could pay women less. However, an agreement was met by the unions and the employers. This agreement, had repercussions which can be witnessed today in the gender pay gap (Dutton, 2015).
In the years after the war little change was made to employment law. However, many organisations had kept their personnel management departments, as employers saw the sense in keeping employees dedicated to managing the workforce.  
[bookmark: _GoBack] (Dutton, 2015)

There are a number of differences between HRM and PM. Personnel Management is concerned with creating rules, policies, procedures, and contracts. PM involves closely monitoring employees to ensure their compliance to the established regulations. HRM is far more impatient when rules and regulations are concerned. HRM teams will bend rules and go by the spirit of the contract, rather than follow the terms of contracts word for word. An obvious difference in the approaches of both management styles is in the treatment of employee motivation. PM attempts to keep employees motivated by the use of compensation, bonuses and rewards. HRM on the other hand makes use of strategies such as work challenges, team work, and creativity (Nayab, 2015).
HRM and PM are very different in their nature. As previously mentioned HRM is proactive, and is highly involved, integrated with the strategy of the organisation. HRM works proactively to align the capability of the workforce with needs of the organisation. PM on the other hand is reactive, and functions independently from core organizational activities. This is evident in the monitoring of performance. PM produce reports on past performances, HRM aims to correct performance. By being a more comprehensive performance management system (Nayab, 2015).
PM has very low involvement with line managers, and on connection with the organisations main processes. It is an independent staff function. HRM is highly integrated and proactively involved with the organisations main processes and line managers. PM strives to find the middle ground between management and the views the workforce. PM attempts to reconcile the aspirations and views of both parties. PM makes use of collective bargaining, trade union-based negotiations in order to keep the peace. This approach does not necessarily align processes with the organisational goals. HRM is more adapted to handling individual needs than PM. HRM applies more importance to customer-focused development activities rather than bargaining or negotiating with trade unions (Nayab, 2015). 
Very strict ridged job descriptions are created by PM, with many grades and a standardised promotion policy based on tenure and the consistency of performance ratings. PM also has many different ranks (Nayab, 2015) this can slow communication from low- level employees to senior management. HRM offers much opportunity for initiative and creativity with broadly define job roles. HRM has few organisational ranks with many opportunities for employees to progress and develop. HRM favours employees with skills, talent and commitment rather than seniority. 
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