COMPARE AND CRITICALLY EVALUATE THE SIMILARITIES AND DIFFERENCES BETWEEN PERSONNEL MANAGEMENT AND HUMAN RESOURCE MANAGEMENT.
INTRODUCTION 
Employee management has two approaches: personnel management (hereafter ‘PM’) and human resource management (hereafter ‘HRM’). Although these approaches are similar in nature (Bach & Edwards, 2013:13), there are different with varying scope and orientation. Over the years, distinguishing between the two approaches has proven to be challenging as it relates to academics and managers particularly in the United Kingdom. Recently, this position has been reiterated by Henderson in which he states that ‘the definition of terms such as PM and HRM is one area of particular confusion and irritation to general managers’ (Henderson, 2011:2). Due to the contention, Henderson suggested that the two approaches should rather be placed as people management function such that ‘all the management decisions and actions that directly affect people as members of the organisation rather than as job-holders (Henderson, 2011:2). The essay sets out to analyse the evolution of the two approaches, thereafter, evaluate in greater depth the obvious differences and similarities as well as how human resource management impacts logistics and supply chain management.

BACKGROUND
PM is a traditional approach that is narrow in scope and used as an administrative mechanism in managing people (Armstrong & Taylor 2020:18). In the United Kingdom, the approach developed in the nineteenth century during the industrial revolution. It was an era when the work environment was appalling and full of inhuman cruelty which exposed workers to the overstretched working period in very poor conditions. The untold hardship persisted until the first quarter of the nineteenth century when the Parliament passed the Factory Act to compel owners of industries to put in place measures that will improve the welfare of workers within the work environment. This was instrumental to the deployment of factory inspectorates to cotton mills, textiles, and coal industries as well as other manufacturing companies to ensure the welfare and condition of workers was addressed and improved (Smith, 2016:215). Henderson noted that this was ‘the first true people management role on the sense of organisational responsibility beyond that of specific job performance,’ (Henderson 2011:16). By the twentieth century, trade unions within major industries were formed and theories that could influence employee workforce and productivity also emerged; significant amongst was Frederick Winslow Taylor’s theory of scientific management also known as Taylorism. Taylorism was fundamental to assessing the productivity of the workplace through the scientific management techniques applied in workplaces (Management Study HQ). The principles of Taylorism were mainly scientific-based proven methods rather than based on precision through practice; implementing scientific methods in the workplace as a guide for worker’s co-operation; engaging scientific means for recruitment, training, and development of workers; managers applying scientific principles for management to enhance division of labour amongst workers to enhance productivity (Taylor, 1947:15-20). The focus was on the performance of employees, an established structure for incentives for meeting set targets as well as productivity while it restated the importance of time and motion for work processes through standardisation of tools (Bratton, 2015:47-48). The rationale was that resolving the interest of owners, managers and workers should be harmonised since it was essential to optimal productivity (Management Study HQ, 2017). The post-WWII saw the theory growing as organisations engaged it, the government in the bid to regulate the activities at workplaces and the economy also enacted laws such as the Contract of Employment Act 1963, Industry Training Act 1964 Redundancy Payments Act 1965. Notwithstanding, this also brought about the surge to reduce the attendant adverse effects of the theory on the management of personnel in workplaces nevertheless maintaining efficiency and economic advantages (Henderson 2011:6). Henderson maintains that even though the contentions had no impact on managing people, a new order of social science to bring about improvements and change in workplaces through the process of selection and employment. Moreover, the culmination of HRM gave rise to industrial non-union organisations that found the new order more effective since it was an avenue to develop their policies and practices. 
HRM involves all management decisions and actions that affect the relationship between the organisation and employees- its human resources (Beer et al., 1984:1). HRM is a proactive strategy that has a coherent and broader scope aimed at employment, development and welfare of personnel working within an organisation that evolved in recent decades (Armstrong, 2010: 8). Furthermore, this indicated that human resources management comprises a set of policies designed to maximise organisational integration, employee commitment, flexibility, and quality of work (Armstrong, 2009:4). HRM is viewed as ‘the basis for all management activity but it is not the basis for business activity’ (Torrington et al, 2017: 5). This implies that it exceeds managing people administrative, putting together measures that can be used to impact employees to bring about optimal gains for the organisation. 
The human resource movement in the early part of the twentieth century brought about the establishment of the approach within organisations (HRMP, 2017). More so, with the condemnation as to the practice of PM which merely allowed for unrelated but specific activities (Henderson, 2011:2) (Tyson, 2014:71). Conversely, HRM was advanced beyond being a mere description of PM (Henderson, 2011:2) and makes employees essential to the success of any organisation. Initially, the two approaches were indistinguishable but there was a shift from the approach towards the principle itself which changed even the re-labelling process (Marlow et al, 2004:00). Storey admitted that the new approach is a shift from the existing traditional approach in terms of methods which were procedure-centred and collective bargaining (Foster, 2013:159; Storey, 1989). Over time, it is observed that in spite of the human resources management standards that were introduced; it was unable to eliminate the PM approach as a result, certain aspects of PM and human resources management tend to be applied by organisations for the management of people (Henderson, 2011). However, there are a number of similarities that can be adduced between the two approaches as outlined by Armstrong, amongst the similarities are that:
a. The approaches flow from the business strategies.
b. Both attach significance to the process of participation and communication within the system that deals with employee relations.
c. Quality of competencies and management of performance, as well as recruitment, training, management of rewards and skill development, apply to the two approaches.
d. Both approaches take into consideration respect for the individual and the need to fit people with everchanging organisational needs within an organisation which requires placing square pegs in square holes as it relates to task and development of manpower. Consequently,
e. Both approaches reflect organisations’ interface with employees in terms of meeting organisational needs and that of individual employees, striving to develop employees to attain competence in the functioning to have job satisfaction, and for employees to ensure the objectives of the organisation are met.
f. The two approaches have a range of procedures of selection, analysis of competence, management of performance, training management development and a reward management strategy.
g. Both approaches acknowledge the dual responsibility of line managers in managing people, providing support services and advice thereby providing feedback to aid managers’ effective management. (Armstrong, 2006: 9).
 Armstrong summarises this that, ‘human resources management by some personnel managers as just a set of initials or old wine in new bottles. It could indeed be no more and no less than another name for PM, but as usually perceived, at least it has the virtue of emphasising the virtue of treating people as a key resource, the management of which is the direct concern of the top management as part of the strategic process of the enterprise. Although there is nothing new in the idea, insufficient attention has been paid to it in many organisations’ (Armstrong, 2006:31-32). That notwithstanding, Henderson has built on Guest’s perspective to enumerate the essential differences between PM and human resources management.
Firstly, the strategy-based argument is that PM functions on a short time scale to resolve common challenges that arise within the organisation. Challenges such as the need for replacement where there is a shortage of staff and industry-related matters. On the other side, HRM places importance on a proactive, fit and integrating strategy that is formulated and unambiguous to strengthen the attainment of goals of the organisation.
Secondly, concerning job design and control systems, because PM is inclined to Taylorism, the principles of scientific management are engaged in job design and control systems with external controls that inform workers what to do or is expected. Whereas, with HRM, the focus is that workers are allowed to be self-disciplined and controlling (Martin, 2010). This cultivates a culture of commitment and mutuality thereby allowing the employees to conduct themselves within the confines of the organisational standards rather than compelling workers through strict rules initiated by the management (Khanki, 2007: 11).
Thirdly, crucially is the organisation’s structure and systems, while PM functions in a pyramid-like pattern and tend to be mechanistic or too bureaucratic with very formal roles in a centralised system. HRM is more encompassing but natural with flexible roles which are devolved. Henderson affirms that though there is less bureaucracy, employees are surrounded by peripheral shells of staff who are not necessarily owners or managers who have skills and knowledge to drive organisational goals. As such, these employees reflect greater market attractiveness which brings about improved conditions of employment- with an increased remuneration as compared to other organisations and employees (Henderson, 2011). Therefore, in a bid to maintain the goals of the organisation, employees constantly improve their knowledge and skills through learning and development and are flexible in their work. In addition, the peripheral shells of workers serve as a buffer in resolving unanticipated instability within the organisation (Henderson, 2017:103).
Fourthly, further to training and development, PM considers cost-minimisation as such it is not a priority. The effect is that it creates the avenue for workers to be poached by other organisations. With HRM, employees are assets and so, priority is placed on continuous training of core employees who are the backbone and fundamental to fulfilling the organisations’ strategy and goals since the knowledge and skills are essential to the sustenance and competitiveness of the organisation (Aikaterini, 2014:34).
Fifthly, in terms of recruitment, PM is open to psychological profiling and psychometric testing in the course of selection of management staff but uses other easy methods to recruit other lower cadre staff. HRM on the contrary tends to apply the same standard to all recruitment purposes with very minimal consideration for lower-ranked employees (Henderson, 2017). 
Sixthly, with the remuneration of workers, PM being a traditional approach is also open to conventional payment scale based on the hierarchical structure of the organisation which would usually give value to the length of service. Although, the structure of payment applicable is other lower cadre employee is of collective bargaining. Unlike HRM, remuneration is based on the contribution of each employee to the organisation or weighed on teams (Henderson, 2017:12) As a result, the appraisal of the performance of the employee is regular and it is also based on other external factors.
Seventhly, in assessing criteria for the success of the function, with PM, organisations are commonly assessed on their ability to minimise the cost of labour. However, with HRM, it is assessed based on the maximum utilisation of human capital and at the same time reducing cost (Henderson, 2011). To that extent, HRM is viewed as being a holistic approach that is concerned with the entire interests of the employees and that of the organisation through the interest of the organisation is paramount.
Eighthly, the above point is the reason why even the welfare roles are executed by personnel managers who are part of the management in order to minimise cost (Wilton, 2019: 243). Invariably, workers are treated collectively and receive minimal welfare packages making the personnel managers’ approach uncertain. In addition, by reducing cost employees are almost viewed as being an unnecessary cost thereby jeopardising the trust that ought to be associated with the personnel manager towards the employees and of the management. However, the human resource approach is not predisposed to such pluralist undertones, employees are dealt with individually since the approach can be described as being unitarist in culture, as such there is trust and cost is resolved centrally. 
Lastly, the differing mechanism in dealing with employee relations and organisational roles. With PM the employee relation is largely specialist and distinguished from management issues which breed too many bureaucratic tendencies. Meanwhile, with HRM employee relations and issues is part and parcel of the daily management function. As a result, units are designated to cater for the human resource policies as well as to oversee the role of other managers (Henderson, 2011:22), which means it is largely integrated into line management. This creates the avenue for line managers and supervisors to merely implement human resource policies and to draw the attention of the designated unit in handling certain issues.
Of significance is the implication of HRM on logistics and supply chain management. With today’s increasing globalisation and growing demand for talented supply chain managers, HRM is said to become a top priority of organisations (Hohenstein, 2014). Supply Chain Management (SCM) is an integrated idea to manage the flow of channels from the initial supplier of products to the final consumer. Therefore, it requires HRM policies to influence the success of organisational supply chain strategy through the HRM corporate culture to enhance consistency between the employees and the organisational goals (McAfee et al, 2002). This is achievable through some vital means; a. when organisations acquire, assimilate and exploit information and knowledge across internal functions as well as from suppliers and customers. b. through HRM approaches such as training to develop employee capacity and versatility, teamwork which will provide a platform for interaction and knowledge sharing due to the interdependent nature of the supply chain (Gowen & Tallon, 2003). Due to the changing environment and increased competitiveness, HRM will provide opportunities for the supply chain to refocus its role to improve effectiveness and efficiency in SCM (Yang et al, 2018). Additionally, it will stimulate the supply chain to influence innovative performance and improve operational performance as it relates to cost, flexibility, and delivery (Willis et al, 2016)


CONCLUSION
In conclusion to respond to the main question; based on the historical development, PM dealt primarily with other integral aspects of employment such as health and safety, social well-being and giving attention to employees, staff appraisal and training. HRM focuses on identifying the gaps in the organisation., ensuring the organisation engages qualified workers through the selection process but does not necessarily deal with workers mental well-being. Although PM precedes HRM, PM is narrow in scope and has evolved into and is overshadowed by HRM that is a broader approach. The two approaches are not easily distinguishable even though PM is part and operates within the HRM system and no one organisation can be said to purely adopt one or the other. Unlike PM, which is reactionary in approach, HRM places value on employees and forecasts the threats and opportunities based on targets driven by the organisation to attain set goals.
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