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Amidst the controversy that exists with defining human resource management many authors have concurred with Price (2019) who noted that this concept is indeed complex, vague, and elusive and pinning down an acceptable definition can seem like trying to hit a moving target in a fog.  As such for the purpose of this assessment HRM is the “art and science “of managing people (Juneja, 2019). HRM can be considered as the art of managing people by recourse to creative and innovative approaches; it is a science as well because of the precision and rigorous application of theory that is required (Juneja, 2019). This paper will therefore provide a brief overview of Human Resource management through answers to specific questions.
i. The main objectives of Human Resource Management fall into four categories: societal, functional, organizational and personal.  Firstly, according to Bhattacharyya (2016) societal objectives must ensure that social and environmental issues are suitably dealt with.  She continues to highlight that it should be ensured that the human resources are officially and compliantly coped with and their requirements are recognized and fulfilled. In addition, these objectives must also address legal issues such as equal opportunity and equal pay, which should be given due concern. Simply stated, workers must be treated fairly (rules equality and diversity) in an attempt to improve organizational efficacy.
Secondly, creating the desired organisational structure is one of the main organizational objectives of HRM. This structure should seek to recognize competence and talents and utilize such to drive organizational efficiency. This efficiency also hangs on the smooth functionality within and between departments, workforce and leadership. This will therefore create a positive working environment that is tantamount to accomplishing organizational goals and further engender organizational efficacy.
Thirdly, functional objectives aim to make effective use to workforce throughout the organization. This includes the proper assessment of human resource through planning, recruitment, evaluation, rewards and training to enhance or develop skills that are reliable and will sustain the business strategy.
Finally, personal objectives look at employees achieving personal work goals which contribute to the overall success of the company.
ii. BENEFITS OF CLEAR RECRUITMENT
A transparent recruiting process is highlighted as a major key to finding qualified candidates or better talents who will promote overall company success. Lavoie (2016) has noted that with a transparent recruiting process, there is the need for clear concise job descriptions, an exchange of honest open feedback with the talent and a clearly defined time line for the recruiting process. 
This process according to Lavoie (2016) will attract candidates that are more engaged and responsive as it relates to the company’s interest. Additionally such a process will afford the company a recruiting advantage, save money and reduce ‘bad’ hires.
iii. IS THERE A NEED FOR HR SPECIALIST? HOW IS THIS EVOLVING?
All companies need a HR specialist. Human resources specialists recruit, screen, interview, and place workers. They often handle tasks related to employee relations, compensation and benefits, and training, performance management, health, safety and promote good workplace culture (Bureau of Labour Statistics, 2018). Also HR specialists develop strategies, make decisions, organize  functions and activities; ensure that employees have good working conditions and are satisfied. 
However technology is changing the role of HR specialists by affording these specialists more time for tasks that require hands-on attention. Since, recruiting new hires is a time-consuming and costly process, technology has made it easier for companies to find skilled people who are a great fit for the tasks to be done. Such technologies vary from automated resume screeners to robot interviewers (Biro. 2016). Biro (2018) also concedes that, technology has reduced the time spent on administrative tasks, allowing them to focus on issues that require more hands-on attention. 
iv. ETHICS OF HRM AS IT RELATES TO ORGANIZATION AND EMPLOYEE
According to Stredwick (2013), another responsibility of HR is to add value and contribute to its ethical success. HR professionals must maintain the highest standard of effective leadership. HR people must be trustworthy and must protect the rights of individuals and aim to make informed decisions.
v. RELATIONSHIP PERSONAL EFFECTIVENESS AND PEOPLE MANAGEMENT
HRM is the strategic approach to the effective management of people in an organization. It oversees all aspects of an organization. Since success of the organization lies with individuals (Price, 2019); personal effectiveness must be evident, where HR individuals precisely and accurately, carry out tasks commissioned to ensure the correct procedures are carried out as people are effectively managed in an organization. This coalition of functions is in an attempt to improve the effectiveness and efficiency both of individuals or employees and the company.
QUESTION 2
The main features of HRM are planning. Planning determines the number of employees needed and the type. Research in this area also helps to forecast future needs. Staffing is concerned with recruitment and retention. Its aim is to hire the best possible staff to fill the vacancies.
Employee Development deals with providing employees with new skills and knowledge or enhancing existing skills to do a job well. Performance Appraisal is also important. It is an evaluation of the employer. It provides a basis for an increase.

QUESTION 3 
Opportunities for staff development:
-refresher training
-providing materials
-modelling good practices
-continuous training

CASE STUDY
1. Tony is clearly not motivated on his job citing that the salary is poor and also that he works on weekends. His work morale is low and this will affect his levels of motivation and by extension his productivity. Additionally, his indication of work on weekends could highlight the limited time he probably spends with his family and even in the event of no family, time needed for personal pleasures. Such time for personal pleasures, is said to be an important catalyst to the  improvement of ones well-being (Hall, 2018) and thus their desire to produce quality work.
2. Hall (2018), a stress expert states that ‘everyone wants a happy, full, and productive life’. Yet with family, friends, health and career, the hopes achieving happiness and still maintain a balance seems impossible to many. Still it is possible and Hall (2018) concedes that employees with lower stress levels are in tern more motivated and thus are more productive. As it relates to Tony, he needs to be motivated and such might be possible by allowing him to achieve a work life balance. His motivation could also be improved by increasing his salary, since this would afford him and his family a better standard of living and possibly be able to enjoy some of ‘the finer things in life’, with his family. 
The possibility of reduced weekend work for Tony may also afford him additional opportunities to spend ‘quality time, with his family. This time according to stress experts, will improve his physical and emotional health; key facets to more productive employees.
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