Meaning
Human Resource Management is the process of recruiting, selecting, inducting employees, providing orientation, imparting training and development, appraising the performance of employees, deciding compensation and providing benefits, motivating employees, maintaining proper relations with employees and their trade unions, ensuring employees safety, welfare and healthy measures in compliance with labour laws of the land and finally following the Orders / Judgements of the concern High Court and Supreme Court, if any.

Human resource management, or HRM, is defined as the process of managing employees in a company and it can involve hiring, firing, training and motivating employees. An example of human resource management is the way in which a company hires new employees and trains those new workers.
Human Resource Management involves management functions like planning, organizing, directing and controlling

· It involves procurement, development, maintenance of human resource
· It helps to achieve individual, organizational and social objectives
· Human Resource Management is a multidisciplinary subject. It includes the study of management, psychology, communication, economics and sociology.
· It involves team spirit and team work.
· It is a continuous process.

Human: refers to the skilled workforce in an organization.
Resource: refers to limited availability or scarce.
Management: refers  how to optimize  and make best use of such limited or scarce resource so as to meet the organization goals and objectives



Definition
Human Resource management may be defined as the planning, organizing, directing and controlling of the procurement, development, compensation, integration and maintenance and separation of human resources to the end that individual, organizational and societal objectives are accompanied.”
 – Edward Flippo.

Features of HRM
1)  people oriented
2. comprehensive function
3. individual oriented:
4. continuous function:
5. A staff function:
6. pervasive function:
7. challenging function
8. Development oriented:




Scope of HRM

1.personnel aspect
2.welfare aspect
3.industrial relations aspect 




Objectives of HRM
The various objectives of human resource management are as follows:

i. Helping the organization to achieve the goal- Like other departments in the organization, the main objective of HR department is to achieve the goal of the organization by providing committed and motivated employees.


ii. Employing the skills and abilities of the workforce efficiently- Every employee possesses some unique skills and abilities. It is the duty of HRM to understand the various skills and abilities and give them opportunity to employee  the same.
iii. Providing the organization with well trained and well-motivated employees- The duty of HRM is to recruit employees and develop them by providing the adequate training and executive development programmes. It helps to groom their career in the best possible way.

v. Increasing to the fullest the employees’ job satisfaction and self-actualization. Developing and maintaining quality of work life.

v. Communicating HRM policies to all employees- All the employees in the organization should know about the HRM policies of the organization.

vi. Providing inspired, motivated, and trained employees;


Importance of HRM


1. Importance to an enterprise.
2. Professional importance.
3. Social importance and
4. National importance


Principle of HRM

1. Principle of Individual Development 
2. Principle of the Scientific Selection –
3. Principle of the Free Flow of Communication- 
4.  Principle of the Participation – 
5. Principle of a Fair Remuneration
6. Principle of an Incentive – 
7. Principle of the Dignity of Labor – 
8. Principle of Labor-Management co-operation – 
9. Principle of Team Spirit – 
10. Principle of Contribution to National Prosperity – 

Role of HRM
1  operational role
2  Administrative role
3  fire fighting role
4  management of welfare service
5  contemporary role
 
EVOLUTION of HRM
• The history of personnel management begins around the end of the 19th century, when welfare officers (sometimes called ‘welfare secretaries’) came into being.
 • They were women and concerned only with the protection of women and girls.
 • Their creation was a reaction to the harshness of industrial conditions, coupled with pressures arising from the extension of the franchise, the influence of trade unions and the labour movement, and the campaigning of enlightened employers, often Quakers, for what was called ‘industrial betterment’.
 • As the role grew there was some tension between the aim of moral protection of women and children and the needs for higher output.
FIRST WORLD WAR
 • The First World War accelerated change in the development of personnel management, with women being recruited in large numbers to fill the gaps left by men going to fight, which in turn meant reaching agreement with trade unions (often after bitter disputes) about ‘dilution’– accepting unskilled women into craftsmen’s jobs and changing manning levels. 1920’S
 • During the 1920s, jobs with the titles of ‘labor manager’ or ‘employment manager’ came into being in the engineering industry and other industries where there were large factories, to handle absence, recruitment, dismissal and queries over bonuses and so on.
 • Employers’ federations, particularly in engineering and shipbuilding, negotiated national pay rates with the unions, but there were local and district variations and there was plenty of scope for disputes.
1930’S 
• During the 1930s, with the economy beginning to pick up, big corporations in these newer sectors saw value in improving employee benefits as a way of recruiting, retaining and motivating employees.
 • But older industries such as textiles, mining and shipbuilding which were hit by the worldwide recession did not adopt new techniques, seeing no need to do so because they had no difficulty in recruiting labor.
SECOND WORLD WAR
 • The Second World War brought about welfare and personnel work on a full-time basis at all establishments producing war materials because an expanded Ministry of Labor and National Service insisted on it, just as the Government had insisted on welfare workers in munitions factories in the previous conflict.
 • The government saw specialist personnel management as part of the drive for greater efficiency and the number of people in the personnel function grew substantially; there were around 5,300 in 1943.
 • By 1945, employment management and welfare work had become integrated under the broad term ‘personnel management’. Experience of the war had shown that output and productivity could be influenced by employment policies.
EVOLUTION OF INDUSTRIAL REVOLUTION
 (1) Industrial Revolution:
   a) Adam Smith: specialization and division of labor.                             
   b) Robert Owens: Pioneer of HRM, performance appraisal and pay for performance (fair treatment of    employees)
2) Scientific management
 Frederic Taylor: Father of scientific management
 a. Definition: Systematic analysis and breakdown of work into the smallest mechanical components and rearranging them into the most efficient combination.
 b. Steps:
 Job analysis—selection—training—rewards.
 (3) Industrial psychology
 a. Henry Fayol’s management functions: Planning, organizing, communicating, coordinating and controlling.
 b. F. & L. Gilbert's principles of work simplification (time and motion studies).
 c. Henry Gantt’s principles of work scheduling.
 d. Continuation of scientific management.

Functions of HRM
functions of Human Resource Management
Human Resource Management functions can be classified in following three categories.
· Managerial Functions,
· Operative Functions, and


The Managerial Functions of Human Resource Management are as follows:
1. Human Resource Planning - In this function of HRM, the number and type of employees needed to accomplish organizational goals is determined. Research is an important part of this function, information is collected and analyzed to identify current and future human resource needs and to forecast changing values, attitude, and behaviour of employees and their impact on organization.
2. Organizing - In an organization tasks are allocated among its members, relationships are identified, and activities are integrated towards a common objective. Relationships are established among the employees so that they can collectively contribute to the attainment of organization goal.
3. Directing - Activating employees at different level and making them contribute maximum to the organization is possible through proper direction and motivation. Taping the maximum potentialities of the employees is possible through motivation and command.
4.  Controlling - After planning, organizing, and directing, the actual performance of employees is checked, verified, and compared with the plans. If the actual performance is found deviated from the plan, control measures are required to be taken.




The Operative Functions of Human Resource Management are as follows:
1. Recruitment and Selection - Recruitment of candidates is the function preceding the selection, which brings the pool of prospective candidates for the organization so that the management can select the right candidate from this pool.
2. Job Analysis and Design - Job analysis is the process of describing the nature of a job and specifying the human requirements like qualification, skills, and work experience to perform that job. Job design aims at outlining and organizing tasks, duties, and responsibilities into a single unit of work for the achievement of  certain objectives.
3. Performance Appraisal - Human resource professionals are required to perform this function to ensure that the performance of employee is at acceptable level.
4. Training and Development - This function of human resource management helps the employees to acquire skills and knowledge to perform their jobs effectively. Training an development programs are organized for both new and existing employees. Employees are prepared for higher level responsibilities through training and development.
5. Wage and Salary Administration - Human resource management determines what is to be paid for different type of jobs. Human resource management decides employees compensation which includes -  wage administration, salary administration, incentives, bonuses, fringe benefits, and etc,.
6. Employee Welfare - This function refers to various services, benefits, and facilities that are provided to employees for their well being.
7. Maintenance - Human resource is considered as asset for the organization. Employee turnover is not considered good for the organization. Human resource management always try to keep their best performing employees with the organization.
8. Labour Relations - This function refers to the interaction of human resource management with employees who are represented by a trade union. Employees comes together and forms an union to obtain more voice in decisions affecting wage, benefits, working condition, etc,.
9. Personnel Research - Personnel researches are done by human resource management to gather employees' opinions on wages and salaries, promotions, working conditions, welfare activities, leadership, etc,. Such researches helps in understanding employees satisfaction, employees turnover, employee termination, etc,.
10. Personnel Record - This function involves recording, maintaining, and retrieving employee related information like - application forms, employment history, working hours, earnings, employee absents and presents, employee turnover and other other data related to employees.

Difference between  personnel management & Hrm 


1. PM is a functional area and a function.
2. PM is one of the functional areas in HRM.
3. Labour treated as a tool which is expandable and replaceable.
4. Interest of organization are uppermost
5. PM is interested in the orderly way of administration.
6. PM is primarily concerned with selection, recruitment and administration of manpower.
7. Managing people for maximizing output is the basic of PM.
8. Maintaining records, enforcing rules, punishing the guilty and the administration of HRM.
9. PM is more concerned with preserving information and maintaining the secrecy of information.
10. PM is so important function meant only to hire employees and maintain their records.
11. PM precedes HRM.



Difference # Human Resource Management:

1. HRM is primarily a philosophy, an attitude an approach, a policy and a practice.
2. HRM must remain at the centre of Management itself.
3. Treats people as a resource or as a set used for the benefit of an organization, its employees and society as a whole.
4. A distinct philosophy of Management aiming at mutuality of interests.
5. HRM intervention is more concerned with people, team building and team work.
6. HRM concentrates more on motivation, morale, boosting and job satisfaction.
7. HRD is at the centre of HRM.
8. Counselling, career planning, developing and correcting and keeping of HRM determining more important aspects intact are the concern of PM.
9. Communication system is one of the most indispensable tasks of HRM.
10. Integrated into overall strategic management
11. Latest in the evolution of the subject.
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Challenges of HRM

1 Globalisation
2 Handling multicultural
3 Employee selections
4 Training & development 
5 Balance with work life
6 retaining talents
7 conflict managing 










