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Introduction

Human resources management (HRM) is critical to ensure that an organization’s strategic plan is implemented.  Metz et al (2018) writes that due to increasingly stronger competition, the success of an organization's business strategy is closely related to the effectiveness of human resources strategies.  Some of the human resources activities that can help an organization stand out and be competitive include staffing the organization, training and development, performance appraisal, rewards system, and labor relations.
Staffing the organization

HRM is tasked with staffing an organization.  According to Bateman, Snell, and Konopaske (2017), recruitment, selection, and workforce reduction are activities that fall under the staffing function.  Recruitment is the development of a pool of applicants for jobs in an organization and it can be internal or external.  Internal recruiting taps from the existing workforce to fill open or new positions while external recruiting brings new employees to the organization.  Once recruitment is done, qualified applicants are chosen for hire into an organization in a process called selection.  The human resources department takes applications and resumes, conducts interviews, and perform reference and background checks.  They may also perform testing using tests such as personality tests, drug tests, cognitive ability tests, performance tests, and integrity tests.  It is also the role of human resources to make workforce reductions either through layoffs or terminations.  They may also assist with outplacement, assisting those dismissed to regain employment elsewhere.

The impact that proper recruitment and selection of new employees has on organizations is increased productivity, quality, innovation, less turnover, less absenteeism, and job satisfaction by the employees.  HRM also ensures that the organization is operating within legal boundaries by complying with laws such as equal opportunity that ensure nondiscrimination in employment practices.  According to Wu & Ming (2014), HRM can save organizations unnecessary losses through recruiting successfully which prevents brain drain and decreases unqualified targets.
Workforce development

Another important practice of HRM is developing the workforce.  This can be achieved through training and development, and performance appraisals.  Training involves teaching employees how to perform their present jobs while development helps managers and professional employees learn broad skills that are needed for their present and future jobs.  Some of the types of training that are conducted within an organization include orientation training, team training, and diversity training.  Orientation training introduces and familiarizes new employees to the company, its policies, procedures, and culture.  Team training teaches skills needed to work together and collaborate with others.  Diversity training builds awareness and helps employees identify and reduce hidden biases against from other workers that are different from them (Bateman, Snell, & Konopaske, 2017). 

HRM conducts performance appraisal to assess employee’s job performance as part of workforce development.  Appraisals serve administrative, and developmental purposes and are used to assess traits, behavior, and results.  The impact of workforce development is making organizations competitive by instilling new skills and horning talent, and flexibility, ingredients that are essential for success.  When workers are appraised, they can know areas that they are doing well, and areas to improve, and organizations are able to direct resources to areas of need.  There is also a positive relationship between performance appraisal and employee vitality at work which can lead to increased motivation and job satisfaction (Abdelmotaleb & Saha, 2019).
Reward systems

Another activity of the HRM encompasses the reward systems.  Rewards can be monetary such as pay or fringe benefits such as health insurance and pension plans.  HRM executes pay decisions and designs effective pay plans.  Three types of decisions which are pay level, pay structure, and individual pay are considered (Bateman, Snell, & Konopaske, 2017).  HRM also ensures employee benefits are provided, especially those mandated by law which are worker’s compensation, Social Security, and unemployment insurance.  Whenever there are legal issues in compensation and benefits, HRM is responsible for keeping the organization out of legal trouble which if not checked can lead to fines and huge settlements.  

The impact of reward systems in an organization cannot be underestimated.  Organizations that want to gain an advantage over competitors may want to pay higher wages to their employees in order to recruit and keep the best talent.  Likewise, when organizations need to control costs, the reward systems can be a way to achieve that goal through pay cuts, reduced benefits etc.  HRM can also ensure equity within an organization by ensuring that differences in pay are based on seniority, responsibility, knowledge, and effort (Bateman, Snell, & Konopaske, 2017). 

In conclusion, HRM is a key element for an organization to gain and maintain a competitive advantage and to ensure that the strategic plan is executed.
References
Metz et al (2018). The impact of human resources management system effectiveness on performance. Economic Science, 28(1), 471-478. Retrieved from  https://doaj.org/article/a1604ea6ff1a48ec9f2cbf064782282b
Bateman, T., Snell, S., & Konopaske, R. (2017). Management. Leading & collaborating in a competitive world. (12th ed). McGraw-Hill Education.
Wu, W., & Ming, C. (2014). Enterprise human resources management in the game. Management & Engineering, (16), 23. Retrieved from https://search-proquest-com.proxy.lib.odu.edu/docview/1618197480/fulltextPDF/BA9CBF80BEA046FBPQ/1?accountid=12967
Abdelmotaleb, M., & Saha, S. (2019). Socially responsible human resources management, perceived organizational morality, and employee well-being. Public Organization Review, 1-15. Retrieved from https://link-springer-com.proxy.lib.odu.edu/article/10.1007/s11115-019-00447-3
