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[bookmark: _Toc57649070]Introduction
Personnel Management has been around since the turn of the twentieth century, brought about by the industrial revolution where factory owners were looking to increase profits. This was the standard for a number years until around the 1980’s when it evolved into Human Resources Management which expands on the ability to get more out of the employee but making sure the employee has everything they need to do their job comfortably. 
This report will look at both Personnel Management and Human Resources Management, how each one operates, the similarities and differences between them. This will be done with research into past papers and peer reviewed text books. Conclusions will then be drawn based on this research.


[bookmark: _Toc57649071]Personnel Management
To understand the similarities and differences between Personnel Management and Human Resources Management there first of all needs to be an understanding of both Personnel Management and Human Resources Management, how both originated and how they both operate. This will lead to how the two management styles impact the individual employees and employers and the overall affect it will lead to on the company, or organisation as a whole. (Master In Human Resources, 2012)
Personnel Management is defined as being a specialisation in the administration sector dealing almost explicitly with employees, in terms of hiring and firing them, their wages and performance related admin such as reviews and audits. (Master In Human Resources, 2012)
Personnel Management really began early in the twentieth century, as part of the industrial revolution when factory owners realised that they can make huge operational savings and increase productivity by dealing with all employees universally in the same manner, with set processes and procedure where possible and from a central location. Staying largely the same until after the second world war when Personnel Management started to evolve. Organisation owners and operators realised that once again streamlining would be required to stay competitive in such a difficult working environment after the world had been devastated by war. To do this the roll of the Personnel Managers and teams was expanded over time to incorporate other functions that would increase employee productivity. One of the other responsibilities that Personnel Management took on was employee training. This covered both jobs roll specific training and more specialised training to advance the employees skill set. The advancement of the employee’s skill set would lead to further streamlining and increased productivity by enabling more work to be carried out by less employees, which means the organisation will save money on things like wages and the extra costs of those employees would incur. (Master In Human Resources, 2012)
The Personnel Management role starts with job advertisement placements when a vacancy needs to be filled. This advertisement will outline the vacancy’s job description, including the main responsibilities of the job. What type of applicants they are looking for by stipulating what the minimum education level and experience they want the applicant to have before their application will be considered. They would then deal with the paper sift and interview sections of the selection process. The idea is that they would find the absolute best candidate for the job following this process. The Personnel Management department are also responsible for making sure that the renumeration for the role is adequate and that the payments are made on time, for the correct amount. Once the candidate has been found and employed most companies have a probation period for new employees. This grace period is there for the company to assess the new employee to make he meets the standards that the company were looking for in both ability, speed and attitude. It is usually suggested that the new employee take this time to ensure that the company and role within that they are asked to fill is what they were expecting and that they comfortable doing it. This is achieved in most cases with regular performance and behavioural reviews, if there are any issues then the idea is to bring these issues to light in these meetings so that they can be assessed with a view to finding a solution to these issues. If at any point during or at the end of the probation period these issues have not been resolved to suitable level then the employee can leave the company, or the company can terminate the employee’s employment without any further consequences. (Master In Human Resources, 2012)
[bookmark: _Toc57649072]Human Resources Management
As seen by some as an evolution of Personnel Management Human Resource Management is a series of systems or processes developed and implemented to manage all the aspects of the employee with a view to maximising their potential, effectiveness and efficiency all while using the employee and their abilities to further the organisations aims and objectives. Essentially treating the employee as an asset, which means investing into the employee. To achieve this the Human Resource Management department do not just manage the person but also manage all of the resources that allow them to do their job effectively and efficiently. (Rouse, 2019)
This essentially means that to some people there is no one definition for Human Resources Management, rather it is the name given to multiple policies and procedures that can either be dealt with by one single part of the organisation, that has links to other departments or by lots of little departments in different parts of the organisation all reporting to one central overseeing department. (Heery and Noon, 2017)
The core responsibilities of the Human Resources Management team or department still revolve around the individual. This starts right at the beginning with advertising of new positions, then the recruitment of the correct individuals to fill the new positions. It is essential that the relevant qualifications and experience criteria are stipulated so that the new employees are capable of carrying out the work required for the role. Having carried out these checks and interviews during the recruitment phase will also ensure that the people chosen for the vacancies will have the aptitude for development and training to build on and improve their effectiveness. This would usually be done through ongoing training and performance reviews. Which would also fall under the purview of the Human Resources Management department or team. Performance reviews are not just for the employee’s development, they are used to assess the employee’s performance against predetermined key performance indicators. These performance reviews are usually carried out between the employee’s line manager and the employee themselves. If the employee does not meet the key performance indicators then next steps actions would be taken. This procedure would then come under the remit of the Human Resources Department. If it had been decided during the performance review that additional resources were required then it would be the Human Resources Management that would make these resources available. The performance review process could turn out to be a long winded process eventually leading to the employee being dismissed. If this is the case then the Human Resources Management would be heavily involved in the process from start to finish to ensure that all of the organisations processes and procedures are followed to make sure that the dismissal is compliant and there is no recourse for a wrongful dismissal claim by the employee. (Ivancevich & Konopaske, 2013)
It’s not just about the processes when an employee leaves the company. The Human Resources Management covers a lot more than that. One of the major responsibilities that it covers is employee motivation. This is done by making sure that the compensation for the job, whether that be wages, bonuses or perks of the job are more than adequate, that the working conditions are suitable and allow the employee to perform their job without any local, working environment or procedural obstacles in the way. If any obstacles are discovered, then the Human Resources departments would have a hand in helping to overcome these obstacles to improve the overall working conditions and ability for the employee to do their job unimpeded. The reason behind this is that an employee who feels supported and well paid will be have much more motivation to do their job to the best of their ability, with much more motivation. It is proven that well motivated and supported employees are far more productive than employees who do not feel valued by their organisation. In some cases Human Resource Management do not just offer employees support for their job, but also with certain person matters, such physical and mental health. There are offices blocks with gyms set up, or offers of corporate membership to local gyms. Some organisations employ an on site psychologist, or have a health care package that incorporates this to help with certain mental health issue that the employee could be dealing with. Or they may have a specialist health and wellbeing member of staff onsite. (Ivancevich & Konopaske, 2013)



The scope of the Human Resources Management within an organisation is huge, it generally has an involvement in every single area of the organisation. This is primarily down to the fact that the main role of Human Resources Management is aimed at getting the best out of each and every single employee to drive the organisation forward in the most efficient manner possible. With this level of involvement in how the organisation works, it is fair to say that the Human Resources Management is possibly one of, if not the most important part of the organisation since, at a certain level it is involved with almost every aspect of the day to day running of the organisation. To achieve this this most organisations have a central Human Resources Department and then smaller teams throughout the different departments within the organisation. This allows for policies and procedures to be followed remotely by the smaller interdepartmental teams, but also decisions that don’t have allowances within the existing policies and procedure to be made centrally, thus if it ever comes up again there is precedent and a new policy or procedure to follow which would have been passed out to the smaller teams from the central departments. (UK Essays, 2017)
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Because Human Resources Management is essentially an evolution of Personnel Management there are a lot of similarities between the two.  Some of the major similarities, which have already been touched on above are:
[bookmark: _Toc57649074]Recruitment
Both Personnel Management and Human Resources Management are responsible for advising vacancies, managing the application processes and then interviewing eligible candidates. Usually with a member of the management team of the department where the vacancy is. (UK Essays, 2017)
[bookmark: _Toc57649075]Training
All employee training is handled, starting with new entrant training when a new employee joins the company and any ongoing our upskilling training until the employee has left the company. (UK Essays, 2017)
[bookmark: _Toc57649076]Wages, Benefits and Perks
Both methods deal with the wages, benefits and perks. This includes making sure the wages for specific roles are suitable, that they are paid on time and accurate. It also includes managing the benefits, such as private health care and any other company benefits that are applicable. Perks are similar to benefits but maybe only relevant to certain departments or staff members like the use of company vehicles. The eligibility and management of these perks would be looked after by both Human Resources Management and Personnel Management. (UK Essays, 2017)


[bookmark: _Toc57649077]Performance Reviews
Regular meetings with employees to review their performance against Key Performance Indicators. If they are under performing then the management of the performance plan would also fall under the remit of Personnel Management and Human Resources Management. (UK Essays, 2017)
It’s not just the admin side of things that have similarities. There are similarities in the operational sides as well. Such as:
[bookmark: _Toc57649078]Strategies
The strategies that both Human Resources Management and Personnel Management follow and use as guidelines when recruiting are both driven by the organisations goals and how the organisation is moving to meeting those goals. (UK Essays, 2017)
[bookmark: _Toc57649079]Management Support
Both methods of Management require significant input from team leaders and managers for them to work effectively, since the team leader or manager would be the person in direct contact the employee. It is the team leaders or managers that would carry out the performance reviews, any disciplinary actions that maybe required and are in constant contact, usually on a daily basis with the employee, so they should notice any changes in the employees work rate, abilities or behaviours. (UK Essays, 2017)
[bookmark: _Toc57649080]Differences
There are a lot of similarities as mentioned above, however there are also a lot of differences:
[bookmark: _Toc57649081]Long Term Support
Human Resources Management offer a much more comprehensive and ongoing level of support to the employees, not just managing training as and when required, like Personnel Management. This support is ever present with team leaders and managers in daily contact with the employee to offer job specific support, like making sure the employees are fully equipped and have all the resources they need to complete their jobs easily and non job specific support, such as mental and physical support. These support procedures are in place to make sure the employee is highly motivated for the task at hand. (UK Essays, 2017)
[bookmark: _Toc57649082]Psychological Commitment
Human Resources Management, as mentioned previously has a connection and commitment to the health and wellbeing of the employees, this is achieved through the performance reviews, which the employee can use to raise any issues they that have with a view to seeking help resolving these issues. This goes much further than Personnel Management, which does have some obligation to employees health and wellbeing, but only that which directly affects their ability to do their job. This goes back to the happy and motivated employees are more productive employees theory. (UK Essays, 2017)
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As expected, there are a lot of similarities between Personnel Management and Human Resources Management. This would seem to corroborate the theory that Human Resources Management is an evolution of Personnel Management. The progression from Personnel Management to Human Resources Management is a natural step in the evolution in the process of organisations expanding, looking for more opportunities to exploit their market place by streamlining how they operate. 
Human Resources Management should be considered the much better option for any organisation. There are several reasons for this. That in an overall sense there is more concern for the health and wellbeing of the employees has huge benefits for the organising as discussed, because the employee feels happy in the job they are far more productive. The benefit is not only for the organisation however, because they are taking better care to make the employee comfortable in the job the employee will have a much better quality of life, where they are not feeling stress or over worked. 
Because of the more involved nature of Human Resource Management throughout the organisation as whole if any issues or problems arise, then they can generally be dealt with in a more timely and efficient manner than if those same issues arise under the Personnel Management structure, the benefits of this should be obvious, but increased productivity, reduced costs and organisation stability are the main benefits that would be seen. 
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