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Human Resource Management
Human resource management deals with the issues surrounding the human beings present in an organization or an entity. In simpler terms, human resource management can be used to mean man-management (Dany & Torchy, 2017). The role is a very challenging one but still very crucial since people are dynamic, and no two individuals can be the same in terms of behaviors, tactics, mental abilities as well as sentiments. Consequently, people are varied, whether in a group or as an individual. Due to this fact, human resource management in any organization should get the attention it deserves for better functioning. With this information, it is essential to know what human resource management entails.
	Firstly, human resource management entails the way of handling human beings in an organization while employing the utmost degree of humanity. Ekwoaba, Ikeije, & Ufoma, (2015) says that approaching human resource management humanly builds in you a sense of humanity, which makes you view them as vital resources. Through this approach, the manager can make use of the workforce not only to benefit the specific organization but also to develop a particular individual by growing and bring self-satisfaction to them. Therefore, human resource management concerns itself with the development of human resources on one side and proper people management on the other (Dewan & Ronconi, 2018). By doing this, people can enjoy their work since they feel that there is human dignity in it. 
	Human resource managers ensure human dignity is there for the employees by always considering their talents, skills, capacity motivation, potential, and many others (Derous & De Fruyt, 2016). By doing this, the human resource manager’s target is that the employees will get a feeling that their personalities are valued and are very important to the organization. Due to the above facts, human resources remains to be a very crucial element in any organization since it directly contributes to the success and achievement of its objectives and goals. Additionally, in most organizations, most problems are social and human but not economical, technical, or physical, as many might assume (Armstrong, 2014).
	The fundamental role of human resource management is to make sure that there is continuous availability of a workforce that is not only competent but also willing for the organization (Dewan & Ronconi, 2018). Other roles that are paramount in human resource management are personal, organizational, societal, and even functional. Human resource managers must understand all these objectives since they are all critical for the organization's achievement of its vision and mission.
	Personal objectives are majorly in making sure that the employees of the organization achieve their own goals. It is important to note that these personal goals of the employees must all relate to the organization. Also, these boost the contribution that the employee is adding to the organization. In other words, these objectives ought to be motivated, maintained, and retained for the benefit of the organization. Functional goals, according to Dewan and Ronconi (2018), are to ensure a constant departmental contribution for the organization to run well. The organizational objectives are to be aware of the importance of human resource management in enhancing its effectiveness (O’riordan, 2017). Finally, the societal goals of human resource according to O’riordan (2017) are to be socially and ethically responsible for the various problems the society faces while ensuring that the issues which negatively affect the organization are no more.
	  Derous and De Fruyt (2016) says that the human resource management department should be very active in contributing to the organization's goals and objectives. For the department to be busy, it must be conscious of its roles and the specific areas that proper emphasis is ever necessary. Any human resource manager has to be aware of the critical areas and must strive to handle them well. Some of these vital areas in human resources according to Dewan and Ronconi (2018) are performance management, planning of the human resources, staff recruitment and selection. Also, the development of human resources, compensation, and benefits, as well as issues surrounding employment and labor laws and regulations, are part of the areas as Storey, Wright and Ulrich (2017) says. All these are very critical in human resource management since they directly or indirectly affect human resource management.
Human resources planning is one of the essential areas of human resource management. For a human resource manager to plan on human resources effectively, he or she must be aware of the organization’s challenges, problems, opportunities as well as the objectives (O’riordan, 2017). With this knowledge, the human resource manager can know the dynamics of human resource management. Additionally, with the proper experience, understanding of the company's strategic plans, as well as those for the department, is imperative since it is through which you will plan on human resources. Human resources planning entails recruitment and selection of employees, employee compensation and associated benefits, motivation and continued retention of employees, training and development, and many others.
When planning, these aspects are critical since the plan itself revolves around them. Following the six steps have to be in the correct order to ensure that the implementation is with no challenges at all (Mooring, 2016). The very first part of human resource planning involves determining the various needs of human resources. Here, you consider the strategic plan as well as expected growth and decline (Dau-Schmidt, et al., 2016). Next, the strategy of recruiting new employees is decided, followed by the selection of the employees. Once the selection is complete, the training of the selected employees follows. The training is done to complement the new employee with the must-have skills of the company as well as the organization’s general information and rules. After training, an employee’s compensations like pay scales, bonuses, and healthcare is determined (Derous & De Fruyt, 2016). Finally, in the plan, an appraisal performance metric is developed. Its purpose is to set standards that can rate how the employees are performance. 
Another area in human resource development is staff recruitment. Staff recruitment aspect of the human resource remains to be an ever-critical issue since it is upon which the organization will rely on henceforth. Budd (2017), say that staff recruitment involves coming up with the requirements of particular job description then welcoming people with the qualifications you are needing. In other words, recruitment gives you as an organization a pool of candidates with the skills you are looking for to choose from there. The process must take place with appropriate strategic planning since before the procedure, staffing plans as well staff forecasting should be done. According to O’riordan (2017), forecasting majorly takes place considering the organization’s annual budget as well as the other projects. The plans include both short and long ones like expansion possibilities and others. Another consideration is the life cycle of the organization as it influences the recruitment decisions. In forecasting, factors, internal and external, come into play since they directly affect the recruitment. The internal factors are like constraints in the budget, levels of productions, plans of global expansion, or even employee separations trend (Dau-Schmidt, et al., 2016). External factors, on the contrary, are like technological changes, law changes, rates of unemployment, and even competition.
From afar, recruitment might seem simple. However, it is never that easy. Bratton and Gold (2017), says that it requires the right talent in the best position to discharge the recruitment duty. It is due to this fact that a proper strategy for recruitment is in the right place for reference purposes. In developing it, the human resource management professionals ought to put a staffing plan in place, and confirming the job correctness. Also, there should be a written job description as well as a bidding system that not just recruit a candidate but also review him. All these are very crucial aspects of staff recruitment.
Another area of emphasis in human resource development is the employee selection. It usually follows employee recruitment as the second step. Employee selection is the steps followed in choosing the right people with the right qualifications to fill a job vacancy. Just like recruitment, employee selection is also costly. The reason is that it involves reviewing resumes and applications followed by a proper interview hence very costly in terms of time. It is, for this reason, it remains increasingly expensive to select the correct candidate for the correct job depending on the skills and abilities they have.
In selection, there five aspects to keep in mind. One of them is the development of criteria. Here, every person intended to be in the interviewing panel ought to undergo adequate training prior to the interview. Training at this point involves coming up with the criteria to use in going through the resumes and applications.  Also, the development of interview questions takes place at the criteria development. Next, it is a review of resumes and applications. This step is a bit challenging since you have to go through every resume. There are many formulas on how to go through the resume. Still, common and easier ones involve using computer programs that can screen through highlighting the keywords agreed in criteria development. The resumes with these keywords are the ones that the reviewers narrow down to consider. 
After the initial two steps are complete and the applications with the irreducible minimums noted, selection of the interview candidates takes place. Since the applications are mostly many, Ekwoaba, et al., (2015) says that the panel may decide to interview some of the candidates via the phone. The reason is to reduce the number of people who appear physically for the interview since the physical interview is difficult and time-consuming.
After the interview, before the panel decides to cross over and hire a specific person, it may resolve to administer a test to the candidates who make it to this stage. These post-interview tests serve to know other additional important information about the candidate. Such tests are like cognitive tests, physical, drug, aptitude, and personality tests (Ekwoaba et al., 2015) Other organizations can go ahead to perform tests on the report of credit, checks on the references, and even background checks. After all these steps, the fifth and the last step is usually to make an offer. Here, the successful candidate is successful for the position. An offer letter or email is done formally to inform the candidate and tell him of the benefits and compensation for the job.
The benefits and compensation issue is another aspect of human resource management. The compensation plans have to be good enough to help in both the recruitment and retention of workers. The reason for this is that what motivates many employees is the pay that they get from it. Therefore, it remains best if the compensation package is favorable to the employees. An excellent compensation package has many advantages, one of them being that it commands high rates of employee retention. Additionally, a pleasing compensation package attracts the best people for the job, which means that the company's performance will increase soon. The compensation package often includes pay, healthcare benefits, and other bonuses. 
In coming up with a compensation strategy, human resource managers usually try to address the issue of fairness in salary allocation. One way they typically do so according to Mooring (2016) in tackling the issue of fairness is by making use of a system of pay banding. In this system, the level of compensation level for each job has to be transparent. Through that, everyone knows his salary level and the amount paid that level. According to Chaurey (2015), once the problem is tackled this way it vanishes hence bringing satisfaction among employees. Mostly, unfairness brings about the lack of isatisfaction, which has a ripple effect of lack of employee retention. Also, setting out a strategy for communicating about the pay as well as coming up with a good standard is a nway of increasing employee retention. 
Another area in human resource management that is very important for human resource managers to consider is labor laws and regulations regarding employment. Employment is not something that an organization can do as it wishes, and therefore, specific labor laws and provisions come into play. These laws dictate the employments guidelines as well as dos and don'ts of employment. Agencies like the Equal Employment Opportunity Commission (EEOC) has the responsibility of ensuring strict adherence to laws regarding employment discrimination. Employment laws declare that no one should be denied an employment opportunity because of her age, sex, religion, race, or even disability. Due to this, Chaurey (2015) insists that human resource practitioners ought to ensure strict adherence to these employment and labor laws and regulations. It is important to note that, in as much as it is a legal requirement, diverse hiring is beneficial to the company since it creates a more conducive work environment that serves clients better. 
Worker protection is also a part of the labor laws and regulations that affect the employees directly. The law requires that the employees be free from all types of hazards or anything that can cause harm. These hazards according to Dau-Schmidt, Finkin and Covington (2016), may be in the form of ventilation and heating, chemical danger, or exposing personal private information. These worker protection laws are essential since they provide the worker with the necessary environment so that they can discharge their duties optimally without any external interference. The bill enhances employee-employer relationship since the employee feels that the employer values him and hence feeling part of the organization.
As discussed before, human resource managers have to know the strengths and weaknesses of every employee. The importance of this is that you distribute duties considering the employees with the qualities the assignment requires (Dau-Schmidt, et al., 2016). Employees who like socializing, for example, can be taken to the marketing department or in the public relations office. The task matching step is an excellent way of utilizing the employees’ behavior without hurting them. Also, it is a way of bringing out the best from an employee since they are doing what they love most. It is always a good strategy since both parties are benefiting (Mooring, 2016). 
[bookmark: _GoBack]Finally, from the above analysis, it can be concluded that human resource management is very complicated that requires proper preparedness and strategy. The human resources majorly influence every organization since it is the main driving power in all the sectors. It is, therefore, crucial for human resource managers to be up to the task, plan well, and support the human resources fully so that the organization can advance at the end of the day. Any human resource manager has to be aware of the critical areas and must strive to handle them well. Some of these vital areas in human resources are performance management, planning of the human resources, staff recruitment, and selection of employees. Also, the development of human resources, compensation, and benefits, as well as issues surrounding employment and labor laws and regulations, are part of the areas. All these are very critical in human resource management since they directly or indirectly affect human resource management.
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