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Without	employees,	there	would	be	no	companies.	In	fact,	theyre	a	businesss	greatest	and	most	valuable	asset.And	effective	human	resource	management	is	essential	to	the	health	and	success	of	any	company,	big	or	small.But	how	exactly	do	ensure	your	HRM	efforts	are	in	tip-top	shape?Well,	weve	got	the	ultimate	guide	to	human	resource
management	to	help	out!	In	this	guide,	well	cover	a	broad	range	of	topics,	from	the	meaning	of	HRM,	what	it	involves,	top	skills	needed	to	succeed,	career	options,	all	the	way	to	industry	trends	that	you	need	to	know.Lets	dig	right	in!TABLE	OF	CONTENTS	What	is	human	resource	management?By	definition,	human	resource	management	(or	HRM,
for	short)	refers	to	the	design,	development	and	implementation	of	policies,	practices	and	procedures	to	recruit,	hire	and	onboard	employees,	and	to	manage	their	performance,	development	and	wellbeing	while	in	the	employ	of	an	organization.In	its	infancy,	HRM	was	merely	about	keeping	records.	Over	time,	this	evolved	to	managing	labor
agreements,	training	staff	and	compensating	employees.	Today,	it	is	based	on	the	idea	that	employees	are	an	important	and	highly	valuable	asset	that	can	help	the	organization	succeed	and	thrive.How	does	human	resource	management	work?A	guiding	principle	of	HRM	is	to	consult	local,	state	and	federal	laws	and	regulations	when	managing	its
many	nuanced	aspects.	For	example,	when	hiring	new	employees,	the	HR	department	will	align	their	recruitment	practices	with	the	Fair	Labor	Standards	Act	and	the	Family	and	Medical	Leave	Act,	among	other	laws.	Likewise,	when	developing	a	health	and	safety	policy,	they	will	consult	the	Occupational	Safety	and	Health	Act.The	companys	HR
department	will	typically	appoint	different	people	to	different	roles	to	ensure	all	HR	basics	are	covered.	Their	work	is	usually	overseen	by	an	HR	manager	or	director.The	difference	between	HR	and	HRMThe	term	human	resource	management	is	often	used	interchangeably	with	human	resources,	and	while	there	is	some	overlap	in	terms	of	functions
and	practices	between	the	two,	theyre	not	the	same	thing.So,	what	is	the	difference	between	human	resources	and	human	resource	management?Put	simply:Human	resources	is	the	department	in	a	company	that	spearheads	a	broad	range	of	functions,	including	but	not	limited	to	finding,	hiring	and	training	employees,	managing	compensation	and
benefits,	overseeing	employee	relations,	ensuring	compliance	with	labor	laws,	and	managing	employee	performance.Human	resource	management	is	a	specific	approach	that	the	companys	HR	department	implements	to	maximize	the	efficiency	and	effectiveness	of	the	workforce	to	the	businesss	overall	objectives	and	success.	It	primarily	focuses	on,
among	other	things,	labor	relations,	employee	training	and	development,	and	performance	appraisals.The	importance	of	human	resource	managementHuman	resource	management	is	crucial	in	ensuring	a	companys	success	in	several	ways.	In	particular:It	supports	employees	through	every	stage	of	the	lifecycle,	from	onboarding	to	offboarding.It
creates	a	great	company	culture,	which	itself	drives	employee	engagement.It	reduces	costs	and	improves	budgeting	practices;	as	a	result,	it	boosts	profitability.It	helps	HR	identify	and	nurture	potential	leaders	within	the	company.It	limits	risks	relating	to	compliance,	legal	issues	and	people	management.It	ensures	employee	and	company	data
protection.Key	elements	of	human	resource	managementBy	understanding	the	key	elements	of	HRM,	youll	be	able	to	effectively	design	processes	around	these	and	drive	organizational	success.	Here	are	the	key	elements	and	the	main	functions	of	HRM:1.	Recruitment	and	selectionOne	of	the	most	visible	roles	of	human	resource	management	lies	in
the	recruitment	and	selection	of	new	employees.	And	now	just	any	employees	the	best	of	the	best.To	this	end,	HRM	professionals	are	tasked	with:Writing	job	descriptions	and	creating	job	adsSourcing	candidates	through	various	strategiesScreening	candidates	rsums	and	conducting	screen	interviewsConducting	job	interviews	and
assessmentsConducting	reference	and	background	checksArranging	job	offers	and	employment	contractsHandling	preboarding	and	onboarding	processes2.	Training	and	developmentOnce	employees	are	brought	on	board,	it	is	HR	managements	job	to	continuously	provide	them	with	the	necessary	knowledge	to	complete	and	succeed	in	their	roles.
And	thats	what	training	and	development	entails.This	involves	creating	a	program	where	employees	are	focused	on	learning	and	developing	their	skills	through	various	methods,	such	as:Lunch-and-learn	sessionsMentorshipsJob	shadowing	opportunitiesCoachingTraining	coursesSeminars,	conferences	and	webinars	Top	Applicant	Tracking	Systems3.
Performance	managementOne	of	human	resource	managements	main	goals	lies	in	ensuring	that	the	organizations	workforces	output	aligns	with	its	objectives.	And	this	is	achieved	by,	among	many	other	things,	setting	expectations	regarding	performance,	providing	employees	with	regular	feedback,	and	conducting	effective	performance	reviews
which	can	be	done	yearly	or	quarterly.Managing	employees	performance	is	crucial,	as	it	keeps	them	motivated	to	do	a	good	job,	while	it	also	fosters	a	sense	of	accountability	among	individual	employees,	teams	and	entire	departments.4.	Compensation	and	benefitsCompensation	and	benefits	is	another	crucial	facet	that	falls	under	the	scope	of	HRM.
By	developing	policies	and	putting	in	place	plans	that	promote	fair	and	competitive	compensation	and	benefits,	companies	are	not	only	able	to	keep	employees	satisfied	but	also	lower	turnover	rates.This	incorporates	a	non-exhaustive	list	of	particulars,	such	as:Salary,	whether	hourly,	weekly	or	monthlyBonuses,	including	signing	and	quarterly
bonusesHealth,	life,	dental	and	other	types	of	insuranceRetirement	plans	and	contributionsRemote	and	flexible	working	arrangementsAdditional	perks	like	gym	memberships,	tuition	reimbursements	and	wellness	programs5.	Onboarding	and	offboardingOnboarding	refers	to	bringing	in	and	seamlessly	integrating	new	staff	members	into	the	company.
Offboarding,	on	the	other	hand,	is	all	about	managing	transitions	when	those	employees	leave,	whether	or	not	on	their	own	accord.	Human	resource	management	entails	handling	both	of	these	processes.When	an	effective	onboarding	and	offboarding	is	put	in	place,	it	has	the	power	to	not	only	drive	employee	happiness	and	satisfaction,	but	to	also
make	them	feel	welcome	in	the	company.	And	thats	not	all:	it	can	improve	retention	rates	and	boost	employer	branding.6.	Diversity,	equity	and	inclusionDiversity,	equity	and	inclusion	(or	DEI,	for	short)	initiatives	are	paramount	for	the	modern	businesss	success	especially	considering	how	jobseekers	and	employees	are	increasingly	prioritizing	a	safe
and	inclusive	work	culture	over	other	benefits	like	a	high	salary.And	the	better	and	stronger	your	companys	DEI	efforts,	the	more	culturally	diverse	will	be	your	workforce,	who	can	bring	more	different	perspectives	to	the	table.	It	also	boosts	all-around	morale,	and	creates	a	workplace	where	people	feel	they	belong	and	theyre	appreciated	and
respected.7.	Health	and	safetyOne	of	the	other	main	functions	of	HRM	is	ensuring	the	health	and	safety	of	the	companys	workforce,	both	physically	and	mentally,	which	is	to	be	done	in	alignment	with	relevant	regulations.This	involves	developing	relevant	workplace	procedures,	putting	up	signs,	and	developing	a	comprehensive	health	and	safety
policy.	On	that	note,	this	policy	should	cover	as	much	detail	as	possible,	from	the	proper	handling	of	chemical	substances	to	the	location	of	first	aid	kids.8.	Organizational	cultureHuman	resource	management	plays	a	crucial	role	in	organizational	culture	essentially	the	collection	of	values,	systems,	attitudes,	traditions,	visions	and	beliefs	held	by	the
company,	and	how	it	goes	about	doing	things.Its	the	HR	departments	responsibility	to	define,	shape	and	refine	the	companys	culture,	which	can,	when	done	right,	drive	employee	motivation	and	organizational	success.	And	its	perhaps	this	that	employees,	old	and	new,	will	always	remember	than	anything	else.	The	Complete	Guide	to	Company
Culture9.	Employee	engagement	and	retentionAny	good	company	that	cares	about	its	employees,	and	even	its	success,	will	want	to	find	ways	to	create	a	workforce	that	remains	happy	with	their	jobs	and	loyal	to	the	company	and	that	wont	jump	ship.	This	falls	under	the	scope	of	HRM.Some	ways	to	ensure	engagement	and	retention	include:Offering
career	progression	opportunitiesImplementing	wellbeing	programsFostering	an	open	line	of	communicationGathering	employee	feedback	on	their	overall	satisfactionBuilding	a	culture	of	appreciationOffering	competitive	wages	and	benefitsEssential	human	resource	management	skillsBelow	well	explore	some	of	the	most	essential	skills	you	need	to
succeed	within	HRM:1.	CommunicationAs	HR	managers	need	to	continuously	convey	information	and	interact	with	employees	(existing	and	potential),	managers,	stakeholders	and	other	people,	they	need	strong	verbal	and	oral	communication	skills.	They	also	need	to	be	extremely	comfortable	with	expressing	themselves	as	well	as	with	public
speaking.2.	OrganizationHR	managers	are	responsible	for	a	broad	range	of	tasks,	including	recruitment,	employee	management,	conflict	resolution	and	performance	reviews.	As	such,	they	need	to	be	extremely	organized	individuals	and	able	to	juggle	multiple	projects	simultaneously.3.	Strategic	thinkingStrategic	thinking	skills	are	important	for	all
HR	jobs.	Indeed,	they	allow	HR	professionals	to	align	policies,	strategies	and	principals	with	the	companys	objectives.	For	example,	the	ability	to	think	strategically	is	essential	in	selecting	the	right	talent	for	the	right	jobs.4.	AdaptabilityIts	in	the	very	nature	of	HRM	that	processes	and	regulations	are	constantly	changing	and	evolving.	As	such,	HR
professionals	need	to	be	adaptable,	flexible	and	open	to	change	in	order	to	effectively	and	adjust	to	the	ever-evolving	landscape	of	the	industry.5.	Conflict	resolutionConflict	is	bound	to	arise	in	even	the	best	and	most	positive	and	collaborative	workplaces,	and	this	is	often	a	result	of	clashing	personalities.	Its	HRMs	responsibility	to	not	only	address
these	conflicts	but	to	also	resolve	them	when	they	do	occur.6.	EmpathyBeing	empathic	is	an	essential	quality	for	HR	managers,	as	it	allows	them	help	employees	with	personal	problems	and	identify	signs	of	burnout,	among	other	things.	This	then	creates	a	welcoming,	inclusive	and	caring	workplace,	which	ultimately	decreases	turnover	and	increases
employee	happiness	and	satisfaction.7.	NegotiationNegotiation	skills	are	another	must-have	for	a	successful	HR	manager.	Indeed,	being	a	capable	negotiator	allows	you	to	navigate	relationships	in	the	workplace,	whether	its	discussing	salary	packages,	preparing	contracts,	arranging	promotions,	managing	workplace	conditions	or	handling
disagreements.8.	EthicsWith	a	myriad	of	laws	and	regulations	to	navigate	in	the	ever-evolving	HR	landscape,	professionals	in	the	field	need	a	strong	sense	of	ethics.	This	is	essential	for	making	tough	decisions	and	taking	action	to	preserve	the	integrity	of	the	organization,	its	practices	and	its	employees.9.	Tech-savvinessMost,	if	not	all,	HRM
processes	are	carried	out	on	a	computer,	and	this	requires	familiarity	with	the	various	tech	and	tools	used	for	the	job,	which	include	human	resource	management	systems,	applicant	tracking	systems	and	other	specialist	software.10.	Training	and	developmentAn	important	part	of	human	resource	management	is	employee	training	and	development,
which	includes	developing	budgets	and	training	programs.	As	such,	working	within	the	field	of	HRM	requires	a	deep-rooted	knowledge	of	these	processes.	How	to	Create	a	Training	PlanHuman	resource	management	careersThe	HRM	field	offers	a	non-exhaustive	list	of	career	paths,	of	which	well	explore	the	10	most	popular	below:1.	Benefits
coordinatorAverage	salary:	$74,530/yearAlso	known	as	an	employee	benefits	coordinator,	this	HR	job	involves	administering	employee	benefits,	such	as	health	insurance,	leave	policies,	wellness	programs	and	retirement	plans.	They	research	benefits	plans	and	work	closely	with	providers	to	offer	these	benefits	to	employees,	whom	they	help	enroll	in
company	benefit	programs.2.	Compensation	specialistAverage	salary:	$74,530/yearCompensation	specialists	are	responsible	for	a	companys	compensation	program.	They	are	tasked	with,	among	other	things,	researching	industry	trends,	assessing	their	companys	pay	structure,	performing	cost	analyses	to	evaluate	compensation	policies,	and
overseeing	the	distribution	of	pay.3.	Employee	relations	managerAverage	salary:	$89,980/yearAn	employee	relations	managers	main	goal	is	to	make	the	company	a	better	place	for	its	employees.	They	do	this	by	fostering	a	culture	of	effective	communication,	maintaining	a	positive	work	environment,	negotiating	contracts,	consulting	on	company
policies,	investigating	workplace	issues,	and	addressing	employee	complaints.4.	HR	assistantAverage	salary:	$48,800/yearHR	assistants	are	responsible	for	performing	daily	administrative	and	HR	duties	in	a	company.	Their	tasks	typically	include	screening	and	vetting	candidates,	assisting	with	job	interviews,	issuing	employment	contracts,	compiling
and	maintaining	employee	records,	and	supporting	HR-related	training	programs.5.	HR	generalistAverage	salary:	$67,650/yearReporting	to	the	HR	manager,	an	HR	generalist	is	responsible	for	handling	daily	core	HR	functions	such	as	recruitment,	compliance,	compensation	and	employee	relations,	while	they	also	support	managers	in	making	talent-
related	decisions.	Meanwhile,	as	an	HR	generalist	youre	expected	to	expected	to	have	a	strong	understanding	of	employment	laws	and	regulations	on	a	local,	state	or	federal	level.6.	HR	help	desk	managerAverage	salary:	$67,760/yearHR	help	desk	managers	are	tasked	with	leading	the	companys	HR	help	desk	operations	and	managing	an	internal
support	team.	Their	duties	are	varied	and	usually	include	things	like	monitoring	metrics,	setting	goals	and	KPIs,	maintaining	an	internal	knowledge	base,	resolving	employee	requests,	and	dealing	with	escalated	issues.7.	HR	managerAverage	salary:	$136,350/yearAn	HR	manager	oversees	all	aspects	of	the	HR	functions	and	operations	of	a	company.
Theyre	responsible	for	recruiting,	interviewing	and	hiring	employees,	but	their	role	goes	beyond	this	to	ensure	health	and	safety,	manage	employee	compensation	and	benefits	programs,	oversee	employee	relations,	supervise	disputes,	and	oversee	disciplinary	actions.8.	Payroll	specialistsAverage	salary:	$47,390/yearPayroll	specialists	are	in	charge	of
a	companys	payroll	operations	and	are	responsible	for	ensuring	the	timely	and	accurate	compensation	of	employees.	They	do	this	by	overseeing	overtime,	bonuses	and	deductions,	computing	employees	time	worked	and	production,	tracking	payments,	and	handling	payroll	disputes.9.	Recruiting	managerAverage	salary:	$136,350/yearRecruiting
managers,	also	sometimes	known	as	staffing	managers,	are	responsible	for	hiring	and	recruiting	employees.	They	typically	oversee	a	team	of	recruiters,	advise	on	interview	techniques,	develop	recruitment	strategies,	ensure	adherence	to	labor	laws	and	regulations,	participate	in	job	fairs,	and	build	networks	to	attract	top	talent.10.	Training	and
development	managerAverage	salary:	$125,040/yearA	training	and	development	manager	spearheads	a	companys	training	programs.	Their	typical	duties	include,	among	other	things,	assessing	employees	needs	for	training,	developing	course	materials,	managing	training	budgets,	and	supervising	a	team	of	specialists	that	includes	instructors,
instructional	designers	and	program	developers.	A	Quick	Guide	to	Talent	Management	StrategyHow	to	get	into	human	resource	managementIf	youre	considering	a	career	in	HRM,	youll	need	to	take	a	few	strategic	steps	to	get	there:Step	1:	Earn	a	degreeThe	first	step	to	a	career	in	human	resource	management	is	earning	a	degree,	such	as	in	human
resources,	management,	business	or	a	related	subject.	While	this	isnt	essential,	it	can	be	extremely	helpful	in	making	you	an	attractive	candidate	when	applying	for	jobs	particularly	considering	the	high	level	of	competition	in	the	field.Whichever	degree	program	you	choose	to	pursue,	its	important	that	it	includes	courses	that	will	introduce	you	to	the
world	of	HRM	and	its	nuanced	concepts,	such	as	organizational	theory,	workplace	diversity,	business	ethics,	employee	development	and	training,	performance	management,	and	legal	issues	and	compliance.Step	2:	Gain	work	experienceOnce	youve	completed	your	degree	education,	and	even	while	still	at	university,	its	a	good	idea	to	gain	hands-on
experience,	which	can	be	done	through	internships	or	entry-level	jobs.	This	will	help	you	get	a	better	grasp	of	the	field	of	HR,	form	industry	connections	and	build	a	foundation	of	lasting	skills	that	are	required	for	more	advanced	HRM	positions.To	find	relevant	opportunities,	consider	attending	career	fairs,	doing	volunteer	work,	job	shadowing	or
working	with	a	mentor.	Your	university,	meanwhile,	may	be	able	to	help	you	find	formal	work	placements	as	part	of	your	degree.Make	sure	to	highlight	relevant	experience	on	your	rsum.Step	3:	Develop	your	skillsThe	next	step	is	to	find	ways	to	develop	and	build	a	powerful	skill	set	that	will	boost	your	chances	of	success	within	HRM.	This	can	be
achieved	through	various	ways,	including	attending	workshops	and	seminars,	reading	books,	reading	industry	news	and	trends,	and	completing	classroom-based	or	online	courses.Some	training	courses	worth	considering	include:	Step	4:	Get	certifiedWhile	certification	isnt	necessary,	it	can	significantly	improve	your	job	prospects,	as	it	can	prove	your
expertise,	credibility	and	value	to	potential	employers.	Completing	a	certification	typically	involves	meeting	specific	educational	requirements	and	passing	an	exam.When	looking	at	certification	programs,	its	important	to	ensure	theyre	offered	by	accredited	institutions.	Some	good	programs	to	consider	include:	Step	5:	Build	a	networkFinally,	youll
need	to	actively	a	build	a	network	of	likeminded	individuals	and	industry	experts,	which	you	should	start	doing	as	early	as	your	college	education.	With	a	strong	network,	you	will	get	access	to	additional	career	opportunities	and	further	your	skill	and	knowledge	development.Building	a	network	can	be	achieved	with	several	methods,	including	through
attending	in-person	and	virtual	networking	and	industry	events,	online	networking	platforms	like	LinkedIn,	social	media,	and	industry	groups.	Top	Recruitment	StrategiesHuman	resource	management	systemsInvesting	in	a	human	resource	management	system	will	make	your	job	a	whole	lot	easier.	Indeed,	this	specialist	software	can	help	you
effectively	and	efficiently	navigate	your	functions	as	an	HR	pro.Top	5	HRMSs	to	considerNeed	some	inspiration?	Here	are	five	HRMS	contenders.1.	Deel	HRDeel	HR	is,	by	its	own	declaration,	the	free	global-first	HR	platform	built	to	scale	with	your	business.	The	platform	allows	you	to	manage	all	aspects	of	HR,	from	time	off	to	expense	management
and	onboarding	to	reporting,	all	in	one	place.	Its	most	impressive	feature	is	perhaps	the	ability	to	remain	compliant	worldwide	with	built-in	labor	laws.	Simplify	global	HR	and	workforce	management	in	150+	countries	with	Deel.	Get	started	for	freeWere	a	Deel	partner	and	may	earn	a	commission	on	qualifying	leads.	This	does	not	impact	the	neutrality
and	ranking	of	their	inclusion.2.	BambooHRBoasting	over	34,000	companies	of	all	sizes	as	clients,	BambooHR	is	one	of	the	most	popular	human	resource	management	systems	on	the	market.	It	offers	a	range	of	features,	including	payroll	and	time,	hiring	and	onboarding,	employee	performance,	and	HR	data	and	reporting.3.	GoCoDesigned	specifically
for	SMEs,	GoCo	is	a	modern	all-in-one	HR	solution	that	consolidates	essential	HR	functions	to	streamline	processes	for	busy	professionals.	Its	features	include	electronic	signatures,	PTO	tracking	and	performance	reviews,	while	it	offers	integrations	with	over	100	apps	such	as	QuickBooks	and	ZipRecruiter.4.	PaycorFeaturing	a	30-day	free	trial,
Paycor	helps	small	businesses	save	money	and	time	and	thrive.	It	provides	a	single	tool	for	payroll,	HR,	analytics	and	expense	management,	which	can	be	tailored	to	your	specific	business,	whether	its	in	healthcare,	hospitality	or	manufacturing.	It	can	also	be	integrated	with	over	320	apps.5.	TriNetTriNets	selling	point	is	that	it	grows	with	your
business.	Its	all-in-one	HR	platform	allows	for	seamless	workforce	management,	payroll	processing	and	benefits	administration,	while	it	allows	you	to	claim	tax	credits	69	months	faster	than	usual.	Pricing	starts	from	just	$10	a	month,	while	you	can	also	book	a	free	demo	to	test	the	waters.How	to	choose	the	right	HRMSIt	can	be	a	daunting	task
choosing	an	HRMS	for	your	business,	considering	the	many	options	available	to	you.	But	the	entire	process	can	be	simplified	by	considering	the	following	factors:What	features	do	you	need?	This	includes	things	like	payroll,	attendance,	compliance,	talent	management	and	scheduling.What	is	your	budget?	This	will	allow	you	to	choose	a	system	that
offers	an	appropriate	pricing	model,	such	as	fixed	fees,	flat	fees	or	per	module.How	scalable	is	it?	If	your	company	is	projected	to	grow	in	the	near	or	far	future,	its	a	good	idea	to	determine	whether	the	HRMS	can	grow	with	it.Is	it	secure?	The	last	thing	you	want	is	a	security	breach!Is	it	accessible?	It	important	to	choose	a	platform	that	is	available
across	different	devices	and	that	can	be	accessed	anywhere,	anytime.	The	Best	HR	SoftwareHuman	resource	management	trendsHere	are	some	HRM	trends	to	look	out	for:AI	adoption	and	adaptionAI	is	all	the	rage,	and	its	not	going	anywhere	anytime	soon	which	is	why	both	companies	and	workers	have	adopted	in	into	their	processes.	But	its	not
enough	to	simply	adopt	AI	you	also	need	to	be	willing	to	adapt	to	its	constant	evolution.This	can	be	done	through	different	means,	such	as	encouraging	employees	to	experiment	with	AI,	implementing	comprehensive	training,	developing	clear	HR	strategies	and	staying	on	top	of	AI	developments.	Its	equally	important	to	address	job	displacement	fears,
as	workers	are	increasingly	worrying	about	the	safety	of	their	jobs	thanks	to	AI.Silver	workersSilver	workers,	workers	aged	75	and	over	who	dont	want	to	or	cant	retire,	are	the	fastest-growing	segment	of	the	US	workforce,	but	unfortunately	are	often	neglected	in	favor	of	younger	workers.	Most	companies	also	dont	typically	meet	the	requirements	of
silver	workers,	such	as	ergonomic	office	designs	and	flexible	working	arrangements.This	provides	you	with	the	perfect	opportunity	to	tap	into	an	unused	talent	pool	that	is	both	highly	experienced	and	knowledgeable,	as	well	as	create	new	levels	of	productivity.To	do	this,	you	will	need	to	find	ways	to	accommodate	the	needs	of	silver	workers,	which
includes	designing	age-inclusive	benefits,	prioritizing	lifelong	learning	and	fostering	intergenerational	mentoring.New-collar	jobsNew-collar	workers	are	workers	who	develop	technical	and	soft	skill	sets	through	non-traditional	career	paths	and	who	largely	dont	have	a	university	education.	And	theyre	on	the	rise.	Indeed,	more	and	more	job
opportunities	are	becoming	available	in	fields	like	AI	and	cybersecurity	and	chances	are	your	company	will	need	these	workers	in	the	near	future.As	such,	its	a	good	idea	to	start	thinking	about	how	your	company	can	tap	into	this	new	type	of	workforce,	which	can	be	achieved	through	targeted	recruitment	and	onboarding,	as	well	as	investing	in
appropriate	tech.FAQs	about	human	resource	managementHere	we	answer	some	common	questions	relating	to	human	resource	management:Q:	Is	HR	a	good	career?HR	is	indeed	an	excellent	career	choice.	Indeed,	as	a	rapidly	growing	and	dynamic	field,	it	offers	job	security,	a	good	salary	and	plenty	of	development	opportunities.	It	also	offers	you
the	opportunity	to	solve	problems,	as	well	as	work	with	and	advocate	for	people.Q:	Does	my	business	need	an	HR	handbook?Yes,	whether	you	run	a	small	business	or	a	large	corporation,	a	well-written	HR	handbook	is	essential	particularly	when	hiring	new	employees,	implementing	new	policies	or	scaling	operations.Q:	What	is	HR	compliance?HR
compliance,	in	its	most	simplified	definition,	is	the	practice	of	ensuring	your	organizations	policies	and	procedures	adhere	to	local,	state	and	federal	laws	and	regulations.	This	includes	things	like	data	protection,	anti-harassment	and	equal	employment.Final	thoughtsAnd	there	you	have	it:	everything	you	need	to	know	about	human	resource
managementfrom	what	it	is	to	why	its	important	and	what	it	entails	to	the	skills	you	need	to	develop	for	a	successful	career	in	this	exciting	field.If	theres	one	thing	to	remember	from	reading	this	article,	its	that	HRM	is	only	as	good	as	the	people,	knowledge	and	policies	behind	it.	Indeed,	with	the	right	tools	and	expertise,	it	can	take	your	company	to
new	heights.	Otherwise,	it	will	just	bury	it	six	feet	under.Got	a	question	about	human	resource	management?	Let	us	know	in	the	comments	section	below.	HR	plays	an	increasingly	important	role	in	driving	sustainable	growth	and	competitive	advantage	in	a	challenging	business	climate.	Strategic	human	resource	management	is	a	powerful	framework
that	aligns	HR	practices	with	organizational	goals,	enabling	you	to	unleash	your	workforces	full	potential	and	achieve	better	business	outcomes.	Learn	what	strategic	human	resource	management	is,	how	it	supports	the	business	strategy,	and	how	to	implement	a	more	strategic	approach	in	your	organization.	In	the	context	of	human	resources,
strategic	management	is	the	process	of	aligning	your	HR	strategy	and	goals	with	the	broader	business	strategy	to	make	the	best	use	of	the	talent,	skills,	and	abilities	present	in	your	workforce.	It	uses	long-term	scenario	planning	to	ensure	your	workforce	has	the	right	talent,	skills,	and	competencies	to	execute	an	evolving	business	plan	and	meet
future	challenges.	Strategic	HR	management	overlaps	with	every	HR	process,	from	attracting	and	retaining	employees	to	performance	management	and	long-term	training	and	development.	If	one	of	your	business	goals	is	to	respond	to	changing	market	demands,	for	instance,	HR	programs	related	to	internal	mobility	(like	a	talent	marketplace)	can
help	team	members	build	skills	that	can	help	them	become	more	agile	and	responsive.	Check	out	some	of	the	top	benefits	of	applying	strategic	human	resource	management	in	your	HR	department.	By	aligning	your	HR	goals	with	business	goals,	strategic	human	resource	management	creates	a	cohesive,	integrated	approach	to	managing	human
capital.	It	helps	you	make	better	plans	to	attract,	develop,	and	keep	the	right	people	to	carry	out	the	larger	strategic	vision.	If	one	of	the	businesss	top	goals	is	to	expand	into	new	markets,	for	instance,	a	parallel	strategic	HR	goal	might	be	to	build	a	leadership	pipeline.	Developing	a	strong	leadership	pipeline	now	sets	up	the	business	with	capable
future	leaders	who	can	effectively	drive	growth	and	navigate	the	complexities	of	entering	new	markets.	These	leaders	can	spearhead	strategic	initiatives,	make	informed	decisions,	and	inspire	and	motivate	teams	to	achieve	business	goals.	Strategic	human	resource	management	identifies	the	key	skills	and	competencies	your	workforce	needs	to
execute	the	business	plan	successfully.	Part	of	the	strategic	human	resource	management	process	is	to	conduct	a	thorough	analysis	of	the	organizations	current	and	future	talent	needs	to	determine	the	skills	that	will	have	the	greatest	impact	on	achieving	business	goals.	Equipped	with	that	knowledge,	you	can	make	informed	decisions	about
reinforcing	the	skills	you	currently	have,	reskilling	and	upskilling	the	workforce	to	fill	gaps,	hiring	for	skills,	or	outsourcing	the	skills	you	dont	need	to	build	in-house.	In	todays	rapidly	evolving	business	landscape,	organizations	need	to	adapt	quickly	to	market	changes,	technological	advancements,	and	shifting	customer	demands.	Strategic	human
resource	management	requires	a	deep	understanding	and	regular	assessment	of	the	business	strategy	to	understand	the	organizations	changing	needs	and	adapt	your	plan	to	keep	up.	A	strategic	approach	to	human	resource	management	helps	you	develop	a	comprehensive	workforce	planning	strategy	to	ensure	you	have	the	right	talent	in	place	to
meet	the	changing	demands	of	the	business	strategy.	It	allows	you	to	implement	talent	development	programs,	such	as	training,	upskilling,	and	reskilling	programs,	or	career	coaching,	to	equip	employees	with	the	necessary	skills	and	knowledge	to	support	ongoing	change.	Strategic	human	resource	management	enables	businesses	to	optimize	their
workforce	planning	and	talent	management	processes.	By	forecasting	future	talent	needs	and	developing	strategies	to	attract,	develop,	and	keep	top	talent,	you	can	reduce	recruitment	costs,	minimize	turnover,	and	improve	employee	productivity.	Additionally,	strategic	human	resource	management	streamlines	HR	processes	and	systems	by	using
technology	to	automate	administrative	tasks,	which	reduces	manual	effort	and	increases	efficiency.	It	also	deploys	effective	people	analytics	and	data-driven	decision-making	processes,	letting	you	identify	cost-saving	opportunities	and	further	optimize	your	resource	allocation.	Recommended	read:	People	Analytics	Strategy:	12	Practices	to	Strengthen
Your	HR	There	are	always	risks	associated	with	attracting,	developing,	and	keeping	the	talent	you	need	to	meet	your	business	goals.	Strategic	human	resource	management	helps	you	overcome	talent	risks	by	conducting	thorough	talent	assessments	and	identifying	potential	gaps	in	skills,	competencies,	and	leadership	capabilities	that	could	interfere
with	your	strategic	business	plan.	This	includes	proactively	managing	employee	retention,	for	instance,	to	ensure	the	people	youve	invested	in	developing	remain	happy,	engaged,	and	productive.	Managing	talent	risks	helps	to	minimize	disruptions,	maintain	a	positive	work	environment,	and	ensure	legal	and	regulatory	compliance.	Data	analytics	and
AI	tools	have	a	significant	impact	on	strategic	human	resource	management.	These	tools	can	help	you	make	data-driven	decisions,	automate	processes,	and	enhance	your	human	resource	departments	overall	effectiveness.	AI-enhanced	tools	help	HR	professionals	collect,	analyze,	and	interpret	vast	amounts	of	data	related	to	employee	performance,
engagement,	and	productivity.	This	data-driven	approach	lets	you	identify	trends,	patterns,	and	insights	that	can	inform	strategic	decision-making.	Using	predictive	analytics,	you	can	compare	the	skills	required	to	carry	out	the	business	plan	with	the	skills	your	workforce	currently	has	to	find	skills	gaps	you	need	to	fill.	This	analysis	allows	you	to
prioritize	areas	for	skill	development	and	create	targeted	training	programs	or	initiatives.	Furthermore,	data	analytics	tools	enable	you	to	measure	and	track	key	performance	indicators	(KPIs)	related	to	workforce	planning,	talent	management,	and	employee	engagement.	Access	to	robust	analytics,	such	as	that	from	a	performance	management
solution,	allows	you	to	drill	down	into	data	specifics	to	reveal	patterns	and	trends.	These	give	you	fresh	insights	into	the	underlying	sources	of	things	like	low	or	high	performance,	turnover,	manager	effectiveness,	and	engagement	levels.	These	analytics	help	HR	assess	the	effectiveness	of	strategic	human	resource	management	plans	and	make	data-
backed	adjustments	as	needed.	Generative	AI	can	be	a	game-changer	for	your	strategic	human	resource	management	process,	too.	Reskilling	and	upskilling	are	key	elements	of	workforce	planning,	but	you	need	employees	to	want	to	learn	new	skills	before	theyll	engage	in	those	programs.	Using	generative	AI	for	HR,	you	can	help	managers	and
employees	write	goals	that	align	their	personal	career	tracks	with	what	the	business	needs	to	move	its	plan	forward.	The	more	you	can	bring	advanced	data	analytics	and	AI	tools	into	your	strategic	human	resource	management	process,	the	easier	it	will	be	to	empower	each	employee	across	the	organization	to	carry	out	the	strategic	business	plan.
Your	strategic	human	resource	management	plan	can	take	a	lot	of	different	routes.	The	model	you	choose	depends	on	what	your	business	needs	most.	Here	are	a	few	examples	of	models	you	might	use	and	when	to	use	them	to	drive	the	biggest	impact.	This	strategic	human	resource	management	model	focuses	on	creating	a	work	environment	that
fosters	high	performance	through	improved	HR	practices.	This	model	emphasizes	increasing	employee	autonomy,	promoting	loyalty,	and	creating	a	culture	of	continuous	learning	and	growth.	The	model	promotes	employee	involvement	in	decision-making	processes	and	encourages	employees	to	take	ownership	of	their	work.	It	recognizes	the	value	of
empowering	employees	to	contribute	their	ideas,	suggestions,	and	expertise	to	improve	organizational	performance.	It	focuses	on	aligning	individual	goals	with	business	objectives	and	providing	employees	with	the	necessary	support	and	resources	to	achieve	high	levels	of	performance.	Employers	use	this	model	to	enhance	engagement,	drive
productivity,	and	promote	a	competitive	advantage	in	the	market.	This	model	would	be	most	useful	for	employers	looking	to	double	down	on	both	their	employer	and	consumer	brands	to	stand	out	in	a	crowded	market.	The	talent	management	model	of	strategic	human	resource	management	focuses	on	attracting,	developing,	and	keeping	top	talent
within	the	organization.	It	involves	identifying	critical	roles	and	competencies	required	for	success,	implementing	effective	processes	to	fill	those	gaps	through	an	external	labor	market,	and	providing	targeted	growth	opportunities	for	the	current	workforce.	The	talent	management	model	emphasizes	key	HR	functional	programs,	such	as	succession
planning,	career	development,	and	performance	management	to	ensure	a	pipeline	of	skilled	and	capable	employees.	Employers	who	use	this	model	aim	to	build	a	strong	talent	pool,	reduce	turnover,	and	ensure	a	sustainable	workforce	that	has	the	skills	and	competencies	needed	to	drive	the	companys	long-term	success.	Its	a	basic	strategic	model
that	employers	reworking	their	HR	strategy	and	processes	would	benefit	most	from	using.	This	strategic	human	resource	management	model	aligns	HR	practices	with	the	principles	of	agility	initially	pioneered	in	the	technology	sector.	It	focuses	on	creating	a	flexible	and	responsive	HR	function	that	can	quickly	adapt	to	changing	business	needs	and
market	dynamics.	The	agile	model	of	human	resource	management	emphasizes	cross-functional	collaboration,	iterative	decision-making,	and	continuous	improvement.	It	involves	implementing	agile	practices	such	as	scrum	teams,	sprints,	and	regular	feedback	loops	to	enhance	HR	processes	such	as	recruitment,	performance	management,	and
learning	and	development.	Employers	who	adopt	this	model	intend	to	increase	workplace	agility,	innovation,	and	the	ability	to	navigate	complex	and	uncertain	business	environments.	Its	most	helpful	for	companies	that	are	in	transition	or	breaking	into	new	markets.	Implementing	a	strategic	human	resource	management	process	requires	careful
planning	and	execution.	Here	are	some	best	practices	to	help	you	keep	your	strategy	on	target	and	drive	value	to	the	business.	Make	sure	that	all	of	your	HR	programs,	such	as	talent	acquisition,	performance	management,	and	training,	are	directly	linked	to	the	strategic	goals	and	business	plan.	This	alignment	ensures	that	HR	efforts	contribute	to	the
overall	success	of	the	business.	Achieving	alignment	with	the	business	starts	with	knowledge	of	the	business	plan,	including	the	industry	landscape,	competitive	challenges,	and	future	growth	plans.	Once	the	leadership	team	is	aligned	on	where	to	take	the	business,	you	can	shape	your	human	resource	management	strategy	to	support	those	goals.	HR
metrics	play	a	crucial	role	in	aligning	HR	programs	with	the	business	strategy.	By	measuring	and	tracking	relevant	HR	metrics,	such	as	employee	turnover	and	training	effectiveness,	you	can	assess	the	impact	of	HR	programs	on	the	business	plan.	Continuously	assess	the	organizations	current	and	future	workforce	needs	to	identify	any	gaps	or
surpluses	in	talent.	This	analysis	helps	in	developing	strategies	for	recruitment,	succession	planning,	and	talent	development	to	ensure	the	availability	of	the	right	skills	at	the	right	time.	Anticipate	the	business	future	needs	based	on	its	strategic	goals	and	industry	trends.	Determine	the	skills,	knowledge,	and	capabilities	the	workforce	will	need	to
achieve	those	goals.	Establish	key	workforce	metrics	to	track	and	measure	the	effectiveness	of	the	workforce	planning	and	analysis	efforts.	Workforce	planning	is	an	ongoing	process.	Regularly	review	and	update	the	workforce	plan	to	make	sure	it	remains	aligned	with	the	changing	needs	of	the	business	and	the	external	environment.	This	may
involve	revisiting	the	workforce	plan,	updating	your	strategy,	or	reallocating	resources	to	address	emerging	needs	or	challenges.	Continuous	growth	is	a	key	element	of	strategic	human	resource	management.	Evolving	the	workforce	to	sustain	a	changing	business	plan	helps	you	unlock	the	full	potential	of	each	person	in	the	organization.	Create	an
environment	where	learning	is	valued	and	encouraged.	Recognize	and	reward	employees	who	actively	engage	in	learning	and	development	activities.	Encourage	knowledge	sharing	and	collaboration	among	employees	to	facilitate	continuous	learning.	Encourage	team	members	to	create	individual	employee	development	plans	that	outline	their
learning	goals	and	aspirations.	Provide	guidance	and	support	in	identifying	relevant	learning	opportunities	and	resources	to	help	employees	achieve	their	development	objectives.	Encourage	them	to	seek	out	learning	opportunities,	explore	new	skills,	and	take	initiative	in	their	professional	growth.	Integrate	learning	and	development	goals	and
objectives	into	the	performance	management	process.	Regularly	discuss	employees	learning	progress	and	provide	feedback	on	their	development	and	skill-building	efforts.	Link	learning	outcomes	to	performance	evaluations	and	help	team	members	see	how	their	growth	drives	business	value.	A	great	performance	management	process	drives	the
business	forward	by	aligning	individual	goals	with	the	larger	business	plan.	Equip	managers	to	help	their	teams	see	the	value	they	deliver	to	the	business	simply	by	achieving	their	own	goals.	Clearly	communicate	performance	expectations	to	employees,	including	goals,	objectives,	and	key	performance	indicators.	Make	sure	employees	understand
what	their	managers	expect	of	them	and	how	their	performance	will	be	evaluated.	Implement	a	system	that	encourages	ongoing	feedback	and	communication	between	managers	and	employees.	Provide	opportunities	for	both	formal	and	informal	feedback,	such	as	regular	check-ins	with	their	managers	and	feedback	crowdsourced	from	colleagues.
Ensure	that	individual	performance	goals	are	aligned	with	the	overall	organizational	goals	and	objectives.	This	helps	employees	understand	how	their	work	contributes	to	the	success	of	the	business	and	fosters	a	sense	of	purpose	and	alignment.	Betterworks	supports	strategic	human	resource	management	by	providing	a	comprehensive	intelligent
performance	management	platform	that	aligns	employee	goals	with	the	organizations	strategic	objectives.	The	platform	enables	HR	professionals	to	set	clear	and	measurable	goals,	track	progress,	and	provide	continuous	feedback	and	coaching	to	employees.	By	aligning	individual	goals	with	the	overall	business	strategy,	Betterworks	helps	you	ensure
that	every	employees	efforts	contribute	to	delivering	value	and	results.	Betterworks	also	facilitates	ongoing	performance	conversations	and	check-ins,	fostering	a	culture	of	continuous	improvement	and	development.	This	allows	HR	to	proactively	manage	employee	performance,	identify	areas	for	growth,	and	provide	timely	support	and	recognition.
The	platforms	data	analytics	capabilities	provide	valuable	insights	into	employee	performance	trends,	helping	HR	make	informed	decisions	about	talent	development,	succession	planning,	and	resource	allocation.	Strategic	human	resource	management	involves	a	proactive	approach	to	talent	management,	workforce	planning,	learning	and
development,	performance	management,	and	employee	engagement.	It	requires	HR	professionals	to	be	strategic	partners,	working	closely	with	leaders	and	stakeholders	to	ensure	that	the	organization	has	the	right	people,	with	the	right	skills,	in	the	right	positions,	at	the	right	time.	By	embracing	strategic	human	resource	management,	you	can
create	a	culture	of	excellence,	innovation,	and	continuous	improvement	that	positions	your	company	for	long-term	success	in	todays	dynamic	and	competitive	business	environment.Want	to	learn	more?	Discover	how	to	develop	your	own	HRM	plan.	Effective	Human	Resource	Management	(HRM)	is	essential	for	businesses	of	all	sizes	and	starts	with
knowing	the	basics.In	this	article,	we	dive	into	the	seven	Human	Resource	Management	basics	you	must	know	to	understand	the	varied	roles	of	HR	within	an	organization.	We	also	look	at	the	history	of	HRM	and	share	some	of	the	most	sought-after	skills	for	effective	Human	Resource	Management.Lets	get	started!ContentsWhat	is	Human	Resource
Management?What	is	a	human	resource?The	7	HR	basics1.	Recruitment	&	selection2.	Performance	management3.	Learning	&	development4.	Succession	planning5.	Compensation	and	benefits6.	HR	Information	Systems7.	HR	data	and	analyticsHow	has	Human	Resource	Management	changed	and	evolved?Human	Resource	Management	skillsFAQ
Human	Resource	Management	(HRM)	is	a	strategic	approach	to	managing	employees	to	achieve	better	organizational	performance.	It	aims	to	attract,	manage,	and	retain	employees	who	contribute	to	the	companys	success,	ensuring	their	alignment	with	the	organizations	strategic	goals	and	culture.	HRM	encompasses	various	functions,	including
recruitment,	compensation,	and	employee	development,	to	support	and	engage	the	workforce	effectively.For	example,	if	you	hire	people	into	a	business,	you	are	looking	for	people	who	resonate	with	your	company	culture	as	they	will	be	happier,	stay	longer,	and	be	more	productive	than	people	who	dont.	Another	example	is	engagement.	Engaged
employees	are	more	productive,	deliver	higher	quality	work,	and	make	customers	happier.	This	means	that	if	HR	can	find	ways	to	make	employees	more	engaged,	this	benefits	the	company.The	HR	department	aims	to	provide	the	knowledge,	tools,	training,	legal	advice,	administration,	and	talent	management	crucial	to	supporting	and	advancing	the
company.This	is	what	Human	Resource	Management	boils	down	to:	optimizing	organizational	performance	through	better	management	of	human	resources.Explore	the	HR	Management	basics	in	the	video	below:The	logical	next	question	is,	who	are	these	human	resources?Referring	to	people	as	human	resources	in	the	business	environment	of	today
can	feel	weird	and	outdated.	However,	for	clarity	and	the	context	of	this	article,	well	continue	to	use	this	term.	Besides,	as	one	author	rightly	pointed	out,	Its	not	how	you	call	it,	but	what	you	do	counts.Human	resources	are	all	the	people	who	work	for	or	contribute	to	the	organization	in	one	capacity	or	another.	Together,	these	people	make	up	a
companys	workforce.	They	can	be	full-time	or	part-time	salaried	or	hourly	employees,	for	example,	but	also	contingent	workers	such	as	consultants,	contractors,	or	freelancers.	Ten	years	ago,	15%	of	the	U.S.	workforce	consisted	of	contingent	workers;	today,	they	account	for	35%.	Cover	the	bases	What	Is	Human	Resources?	And	then	there	is	a
relatively	new,	non-human	element	to	consider	when	we	talk	about	human	resources	in	the	context	of	the	workforce:	robots.Machines	and	robots	are	increasingly	involved	in	day-to-day	work	in	all	industries,	and	the	interaction	between	the	human	and	the	machine	is	becoming	increasingly	important	to	the	organizations	success.While	these	machines
are	not	considered	human	resources,	there	is	a	case	to	be	made	that	they	should	be	included	and	taken	into	account	in	some	way	as	they	are	a	part	of	the	workforce.	Understanding	human	resource	fundamentals	is	essential,	from	recruitment	and	selection	to	performance	management	and	beyond.In	AIHRs	HR	Generalist	Certificate	Program,	youll
build	a	comprehensive	skill	set	to	handle	HRs	diverse	responsibilities.	Learn	to	apply	best	practices	across	all	seven	HR	basics,	align	people	strategies	with	organizational	goals,	and	foster	a	productive,	engaged	workforce.	HRM	involves	various	activities,	processes,	and	policies	tied	together	in	an	HR	strategy	that	aim	to	align	a	companys	workforce
with	its	strategic	(business)	objectives.As	such,	effective	Human	Resource	Management	is	integral	to	any	organizations	success	and	plays	a	role	in	the	following:Attracting	and	retaining	talent:	The	HR	department	creates	a	comprehensive	talent	strategy	that	helps	the	organization	recruit,	develop,	and	retain	the	right	people.	Enabling	managers:
Managers	play	a	crucial	role	in	employee	retention	and	success.	HR	is	there	to	equip	managers	with	all	the	tools,	resources,	and	support	they	need	to	help	their	teams	flourish.	Driving	strategic	planning:	HR	works	with	senior	leaders	to	keep	the	HR	strategy	in	line	with	the	organizations	objectives.	This	enables	the	HR	team	to	identify	talent	gaps	and
create	workforce	plans	to	then	proactively	find	the	right	talent	for	the	right	position.	Fostering	organizational	culture:	HRM	plays	a	vital	role	in	shaping	and	cultivating	the	companys	culture	by	establishing	the	values,	norms,	and	behaviors	that	correspond	with	the	organizations	mission	and	vision.	Creating	a	productive	work	environment:	A	positive
work	environment	is	good	for	employee	productivity,	which,	in	turn,	is	critical	to	the	success	of	the	business.	Various	HRM	practices,	therefore,	aim	to	implement	effective	performance	management	systems,	set	clear	job	expectations,	and	provide	regular	feedback,	among	other	things.When	we	talk	about	Human	Resource	Management,	several
elements	are	considered	cornerstones	for	effective	HRM	policies.	These	cornerstones	are:Recruitment	&	selection	Performance	management	Learning	&	development	Succession	planning	Compensation	and	benefits	Human	Resources	Information	System	(HRIS)	HR	data	and	analyticsLets	take	a	closer	look	at	each	of	the	seven	HR	Management
basics.Recruitment	and	selection	are	the	most	visible	elements	of	HR.	Who	doesnt	remember	their	very	first	job	interview,	right?The	goal	of	the	recruitment	and	selection	process	is	to	find	and	hire	the	best	candidate	for	the	job,	with	the	former	focusing	on	attracting	potential	candidates	to	apply	for	the	role	and	the	latter	focusing	on	evaluating	and
choosing	the	best	candidate	among	the	applicants.The	recruitment	process	usually	involves	the	following	steps	in	some	shape	or	form:Preparing:Vacancy	intake	with	the	hiring	manager	Write	job	description	Creating	job	adverts	Sourcing:Sourcing	candidates	Checking	the	existing	talent	pool	Keeping	the	hiring	manager	informed	Screening:Screening
resumes	Phone	screening	Giving	a	realistic	job	previewThe	last	phase	of	the	recruitment	phase	has	some	overlap	with	the	selection	process,	which	then	continues	as	follows:The	job	interview	An	assessment	References	and	background	check	The	hiring	decision	Job	offer	and	contract	(Preboarding	and	onboarding)As	weve	mentioned	earlier,	an
organizations	performance	management	practices	play	an	important	role	in	creating	a	productive	and	positive	work	environment	and	keeping	employees	engaged.	According	to	a	report	by	the	HR	Research	Institute,	67%	of	leading	organizations	in	performance	management	experienced	increased	employee	performance,	compared	to	only	16%	of	so-
called	performance	laggards.	Performance	management	is	the	second	HR	Management	cornerstone.	It	is	a	set	of	processes	and	systems	aimed	at	developing	employees	in	a	way	that	enables	them	to	perform	their	jobs	to	the	best	of	their	ability.Employees	who	are	empowered	to	their	full	potential,	improve	the	efficiency,	sustainability,	and	profit
margin	of	a	business.The	goal	of	performance	management	is	threefold:To	help	employees	build	on	skills	that	enable	them	to	perform	better	in	their	roles	To	reach	their	highest	potential	To	boost	their	success	while	accomplishing	the	strategic	goals	of	the	organization.Effective	performance	management	is	based	on	a	continuous	conversation
between	employees,	their	managers,	and	HR.A	strategic	and	systematic	performance	management	process	combines	verbal	and	written	components	that	take	place	throughout	the	year.	It	involves	the	following	actions:Important	decisions	regarding	an	employees	career,	such	as	promotions,	bonuses,	and	dismissals,	should	be	linked	to	the
organizations	performance	management	process.Learning	and	development	(L&D)	is	another	HR	fundamental	and	an	essential	part	of	an	organizations	overall	people	development	strategy.Put	simply,	L&D	is	a	systematic	process	that	enhances	peoples	skills,	knowledge,	and	competencies	to	improve	their	work	performance.Learning	involves
acquiring	knowledge,	skills,	behaviors,	and	attitudes	that	result	in	better	job	performance.	Examples	of	what	learning	activities	can	look	like	include:Reading	blogs,	articles,	or	books	Hands-on	experimentation	Peer	learning	Lunch	and	learn	sessions	Attending	seminars,	conferences,	or	webinarsDevelopment	evolves	around	broadening	and	deepening
a	persons	knowledge	in	line	with	their	individual,	long-term	professional	goals.	The	idea	here	is	to	grow	job-related	abilities	and	expand	someones	potential	for	future	opportunities.Activities	focused	on	development	include:Coaching	Job	shadowing	Leadership	training	MentoringL&D	helps	employees	to	reskill	and	upskill.	It	is	typically	led	by	HR,	and
a	solid	learning	and	development	program	can	be	very	helpful	in	advancing	the	organization	toward	its	long-term	goals.This	approach	allows	employees	to	bridge	skill	gaps	and	grow	into	leaders.	A	well-known	framework	that	connects	performance	management	with	L&D	activities	is	the	9-box	grid.	Based	on	peoples	performance	and	potential	ratings,
HR	and	the	manager	can	advise	on	various	development	plans	in	consultation	with	the	employee.	Succession	planning	involves	planning	contingencies	in	case	key	employees	leave	the	organization.	It	is	about	proactively	identifying	top	performers	and	potential	leaders	and	getting	them	ready	to	fill	(senior)	positions	as	soon	as	someone	leaves.While
crucial	for	the	continuity	and	sometimes	even	the	survival	of	the	business,	many	companies	of	all	sizes	still	dont	have	a	solid	succession	plan.Succession	planning	is	a	complex	process	and	if	you	want	to	navigate	it	successfully,	keep	the	following	three	things	in	mind:Critical	roles	only:	Succession	planning	focuses	on	roles	that	are	vital	to	the
organizations	competitiveness	and	continuity,	especially	senior	leadership	roles.	Key	talent:	Unsurprisingly,	for	those	critical	roles,	only	top	performers	and	potential	leaders	(usually	internal	candidates)	are	selected	to	be	mentored	and	developed.	Continuity:	The	ultimate	purpose	of	succession	planning	is	to	ensure	that	someone	else	is	ready	to	take
over	immediately	when	someone	leaves	to	maintain	business	continuity.	Succession	planning	facts	70%	of	family-owned	businesses	dont	survive	the	transition	from	founder	to	second	generation.	The	primary	reason	for	this	is	a	lack	of	succession	planning.Poorly	managed	CEO	transitions	wipe	out	almost	1	trillion	dollars	annually	for	S&P	1500
companies	alone,	according	to	HBR.	Another	fundamental	component	of	HR	management	is	compensation	and	benefits,	often	called	comp	&	ben.	Fair	compensation	is	critical	in	attracting,	motivating,	and	retaining	employees.Compensation	and	benefits	consist	of	all	the	monetary	and	non-monetary	rewards	employees	receive	from	their	employer	in
exchange	for	their	labor.	Examples	include:Salary	Bonuses	Insurance	Retirement	contribution	Childcare	benefits	Flexible	working	options	Etc.Getting	comp	and	ben	right	is	important	for	two	main	reasons.On	the	one	hand,	making	a	solid,	attractive	offer	is	key	to	attracting	the	best	talent.On	the	other	hand,	comp	&	ben	and	related	taxes	can	account
for	up	to	70%	of	business	costs,	highlighting	the	importance	of	balancing	this	with	the	organizations	budget	and	profit	margins.	HR	should,	therefore,	closely	monitor	the	state	of	compensation	and	benefits	at	their	organization.A	final	thing	to	note	here	is	that	employee	satisfaction	is	mainly	driven	by	what	they	perceive	as	fair	rather	than	by	how
much	someone	is	paid.	How	employees	feel	about	the	companys	pay	philosophy	and	process	is	more	likely	to	impact	their	outlook	than	the	actual	pay.So,	in	addition	to	offering	decent	compensation,	HR	teams	may	want	to	start	paying	more	attention	to	how	pay	transparency	works	and	how	to	manage	compensation	perceptions	at	their
company.Check	out	our	Learning	Bite	to	learn	everything	you	need	to	know	about	the	7	cornerstones	of	HR	Management!The	two	final	HR	Management	basics	are	not	HR	practices	but	tools	to	improve	HR.	The	first	one	is	the	Human	Resources	Information	System,	or	HRIS.Most	HRIS	solutions	support	all	the	HR	processes	and	practices	we	discussed
above.	Sometimes,	however,	the	management	of	these	functionalities	is	spread	out	over	different	HR	systems.For	example:HR	professionals	often	use	an	Applicant	Tracking	System,	or	ATS,	for	recruitment	and	selection	to	keep	track	of	applicants	and	new	hires	For	performance	management,	a	performance	management	system	is	used	to	keep	track
of	individual	goals	and	insert	performance	ratings	In	L&D,	organizations	utilize	the	Learning	Management	System	(LMS)	to	distribute	learning	content	internally,	and	other	HR	systems	are	used	to	keep	track	of	budgets	and	training	approvals	Compensation	specialists	often	use	a	payroll	system	There	are	digital	tools	that	enable	effective	succession
planning.According	to	the	annual	Digital	Employee	Experience	Audit,	30%	of	companies	still	use	more	than	ten	different	HR	systems.The	bottom	line	here	is	that	there	is	a	significant	digital	element	to	working	in	HR,	which	is	why	we	need	to	mention	the	HRIS	when	talking	about	the	basic	components	of	HRM.The	final	HR	fundamental	revolves
around	data	and	analytics.	In	the	last	decade,	HR	has	made	a	significant	leap	towards	becoming	more	data-driven.The	HRIS	we	just	discussed	is	essentially	a	data-entry	system.	The	data	in	these	systems	can	be	used	to	make	better	and	more	informed	decisions.An	easy	way	to	keep	track	of	critical	data	is	through	HR	metrics	and/or	HR	KPIs.	These	are
specific	measurements	showing	how	a	company	performs	on	a	given	indicator.	This	is	referred	to	as	HR	reporting.This	type	of	reporting	focuses	on	the	current	and	past	state	of	the	organization.	Using	HR	and	people	analytics,	HR	can	also	make	predictions.	Examples	include	workforce	needs,	employee	turnover	intention,	the	impact	of	the	employee
experience	on	customer	satisfaction,	and	many	others.HR	can	make	more	data-driven	decisions	by	actively	measuring	and	looking	at	this	data.	These	decisions	are	more	objective,	which	makes	it	easier	to	find	management	support	for	them.What	Human	Resource	Management	looks	like	today	and	what	is	expected	of	HR	professionals	is	vastly
different	from	what	it	looked	like	a	hundred	years	ago.From	around	1900	until	the	1940s,	for	example,	HR	teams	were	mainly	expected	to	keep	employees	healthy	so	that	they	would	remain	productive.During	the	1980s	and	1990s,	HR	departments	ought	to	focus	on	motivating	and	engaging	the	workforce	while	modernizing	their	HR	practices	through
technology	implementations.What	weve	seen	from	1990	onwards,	and	still	see	today,	is	that	HR	is	expected	to	be	a	strategic	partner	and	able	to	align	the	business	agenda	and	the	HR	agenda.As	for	the	(near)	future,	and	as	we	enter	the	digital-human	era	of	work,	things	will	shift	further,	and	even	more	will	be	expected	of	HR	teams.	They	will	have	to
guide	the	organization	to	adapt	to	workforce	changes	and	redefine	the	working	relationship	between	talent	and	employers.To	strategize	and	execute	HR	initiatives,	HR	professionals	need	to	possess	the	following	skills:HR	specific	skills,	including:HRM	knowledge	and	expertise	Administrative	expertise	Employee	experience	expertise	Business	acumen,
including:Commercial	awareness	HR	strategy	creation	and	execution	Advising	Soft	skills,	including:Communication	skills	Active	listening	Proactivity	Digital	&	data	literacy,	including:HR	reporting	skills	Being	analytical	and	data-driven	Command	of	technology	Explore	further	18	HR	Skills	Every	HR	Professional	Needs	[2025	Guide]	However,	as	weve
already	pointed	out,	the	field	of	Human	Resource	Management	is	continuously	evolving,	and	the	skills	and	competencies	of	HR	practitioners	have	to	evolve	with	it.If	we	go	beyond	whats	currently	expected	of	HR	practitioners	in	terms	of	skills	and	competencies	and	look	at	what	they	need	to	develop	they	can	start	to	future-proof	their	skill	set,	we	get
the	following	picture:	If	there	is	one	thing	to	take	away	from	this	article	about	the	7	Human	Resource	Management	basics,	its	that	all	of	these	HR	fundamentals	are	connected.Think	of	these	HR	components	as	building	blocks	strong	management	of	each	core	element	contributes	to	the	strength	of	the	next.	Collectively,	these	HR	fundamentals	enable	a
workforce	to	perform	at	its	best.What	does	Human	Resource	Management	do?	Human	Resource	Management,	or	HRM,	is	the	practice	of	managing	people	to	achieve	better	performance.	Its	about	optimizing	company	performance	through	better	management	of	human	resources,	which	is	the	organizations	workforce.	This	involves	HR	practices	like
recruitment	and	selection,	performance	management,	and	learning	and	development.	What	is	Strategic	Human	Resource	Management?	Strategic	Human	Resource	Management	is	an	approach	to	managing	human	resources	that	aligns	HR	policies	and	practices	with	the	long-term	goals	of	the	organization.	It	focuses	on	proactive	management	of
people,	ensuring	that	various	HR	initiatives	such	as	recruitment,	compensation,	and	performance	management	contribute	to	the	overall	business	strategy	and	help	improve	organizational	performance.	What	is	the	role	of	Human	Resource	Management?	The	role	of	Human	Resource	Management	(HRM)	is	to	make	sure	that	the	organization	has	the
right	talent	to	meet	its	objectives	through	recruiting,	developing,	and	retaining	employees.	HRM	is	responsible	for	implementing	HR	strategies	and	practices	that	drive	productivity,	engagement,	and,	ultimately,	performance.	Human	resources	encompass	all	aspects	of	managing	a	workforce:	from	initial	recruitment	to	offboarding.	Core	HR	functions
include:Recruitment	and	onboardingEmployee	data	collection	and	managementTrainingDocument	managementEmployee	performance	management	and	reviewPayroll	and	employee	compensationBenefits	administrationWorkplace	safetyLearning	and	skills	developmentEmployee	engagementWell	explore	some	of	these	more	in	depth
below.Recruitment	and	OnboardingRecruitment	is	the	process	of	finding	and	hiring	the	best	available	candidates	for	the	companys	open	positions.	The	four-step	process	begins	with	a	candidate	search,	followed	by	screening,	interviewing	and	making	an	offer	of	employment.Candidate	SearchTraditional	recruiting	relies	on	placing	notices	of	open	jobs
on	popular	employment	sites	and	waiting	for	responses	from	job	seekers.	However,	many	organizations	take	a	more	proactive	approach	by	sourcing	candidates.	With	the	help	of	popular	candidate	sourcing	features	in	many	applicant	tracking	systems	(ATS),	recruiters	find	candidates	with	the	appropriate	skills	and	background	to	fill	a	companys
current	and	future	openings.Candidates	may	or	may	not	be	actively	seeking	a	new	position,	but	regardless,	companies	are	able	to	establish	a	relationship	with	potential	hires	early,	which	helps	them	fill	open	jobs	more	quickly.Candidate	ScreeningCandidate	screening	often	involves	pre-employment	testing	and	work-culture	assessments	to	ensure
applicants	will	be	a	good	fit	for	the	companys	culture.	Many	applicant-tracking	tools	now	feature	AI	components	that	assist	candidates	through	the	screening	process	and	apply	predictive	analytics	to	support	hiring	decisions.InterviewsA	common	concern	of	job	applicants	is	how	bias	can	affect	the	interview	process.	A	survey	by	HR	software	vendor
Greenhouse	found	that	more	than	half	of	interviewees	were	asked	discriminatory	questions	relating	to	age,	race	or	sex	during	their	interview.	However,	nearly	four	out	of	five	survey	respondents	who	didnt	get	the	job	but	received	post-interview	feedback	said	they	would	reapply	with	the	company.Job	OfferAfter	confirming	the	top	candidates
references	and	qualifications,	HR	makes	an	offer	of	employment.	Offers	can	be	made	over	the	phone	or	by	email,	so	long	as	they	express	the	companys	enthusiasm	for	having	the	new	hire	on	board.	New	hires	can	negotiate	the	terms	of	the	offer,	so	HR	needs	to	become	familiar	with	the	candidates	expectations	and	communicate	any	constraints	clearly
and	positively.OnboardingOnboarding	of	new	hires	begins	by	providing	the	employees	with	the	material	they	will	need	for	their	first	day	on	the	job,	including	a	company	email	address,	an	employee	handbook	and	connecting	them	with	their	direct	supervisor.	Their	first	days	on	the	job	typically	include	an	orientation	that	reviews	company	policies	and
covers	benefits	selection,	training	schedule	and,	for	on-site	hires,	a	tour	of	the	facility.	The	last	onboarding	phase	is	HR	follow-up	to	confirm	that	theyre	off	to	a	good	start	and	to	help	them	establish	a	career	development	plan.Compensation	and	Benefits	AdministrationAn	employees	primary	form	of	compensation	is	either	an	hourly	wage	or	salary.
However,	companies	are	increasing	their	focus	on	other	forms	of	compensation	for	their	workers,	especially	by	offering	financial	wellness	services.	These	include	budgeting	assistance,	debt	repayment	tools,	emergency	savings	plans	and	assistance	with	student	loan	repayment.Increased	rates	of	inflation	present	a	challenge	for	employers	whose
operating	costs	are	going	up,	while	at	the	same	time,	workers	are	seeking	higher	annual	raises	to	compensate	for	their	lost	spending	power.Many	companies	are	responding	by	enhancing	their	benefits	packages	to	include	more	healthcare	options	focusing	on	wellness	and	prevention.	Changing	workforce	demographics	have	altered	employers
approach	to	retirement	benefits,	which	are	being	adapted	to	address	increased	life	expectancy	and	a	more	volatile	economy.	Among	the	benefits	now	offered	are	flexible	work	environments,	upskilling	and	reskilling,	personalized	benefits	packages	and	greater	emphasis	on	family,	such	as	day	care,	paid	parental	leave	and	care	of	elderly
dependents.ComplianceSeveral	key	HR	functions	require	confirming	that	a	company	is	complying	with	the	laws	and	regulations	that	apply	in	its	operating	jurisdictions.	These	laws	cover	fair	hiring	practices,	workplace	safety,	employee	data	privacy	and	discrimination.	For	example,	the	U.S.	Fair	Labor	Standards	Act	regulates	the	minimum	wage,
overtime	pay,	child	labor	and	record-keeping	related	to	employment.	Many	of	the	acts	rules	are	superseded	by	state	laws	that	offer	workers	more	rights	and	protections.Businesses	of	all	sizes	benefit	from	having	an	up-to-date	compliance	checklist,	which	helps	them	confirm	that	theyre	abiding	by	regulations.	The	checklist	also	serves	as	a	company
resource	that	documents	the	changes	in	your	compliance	efforts	as	your	business	grows	and	evolves.	The	checklist	documents	your	annual	review	for	minimum-wage	compliance,	workers	compensation	and	workplace	safety	rules	such	as	displaying	safety-related	posters	and	making	other	safety	material	readily	available.Your	companys	compliance
checklist	may	contain	these	items:Job	descriptions	and	hiring	records,	including	your	states	new	hire	reportingOnboarding	and	offboardingTime,	attendance	and	payroll	documentation,	including	salary	increases	and	bonusesEmployee	performance	reviews	and	engagement	surveysBusiness	travel	reimbursementsEmployee	Policies	and	Workplace
SafetyKeeping	employees	safe	is	the	top	priority	for	every	employer.	Human	resources	plays	a	vital	role	in	creating	and	maintaining	a	safe	workplace.	The	process	starts	with	safety	audits	of	the	workplace,	but	the	responsibility	extends	beyond	the	physical	workspace.Helping	employees	in	need.	HR	serves	as	a	place	workers	can	turn	to	when	they
have	concerns	about	their	safety	or	are	looking	for	help	with	work-related	problems	or	other	aspects	of	their	lives.	Showing	strong	support	for	the	safety	and	well-being	of	employees	makes	them	more	likely	to	bring	their	concerns	to	HRs	attention.Promoting	ergonomics.	Having	the	correct	equipment	and	workspace	layout	improves	productivity	and
reduces	work-related	health	problems.	HR	can	educate	employers	and	employees	about	adjustable	chairs	and	desks,	ergonomic	keyboards	and	input	devices	and	ways	to	avoid	motion-related	injuries.Performing	workplace	evaluations.	HR	regularly	conducts	safety	inspections	and	audits	and	continually	adjusts	the	companys	safety	procedures	based
on	the	results	of	the	evaluations.	Once	the	most	common	sources	of	problems	are	identified,	HR	follows	up	to	ensure	appropriate	remedial	actions	are	taken.Confirming	OSHA	compliance.	The	U.S.	Occupational	Safety	and	Health	Administration	(OSHA)	is	the	primary	source	of	workplace	safety	regulations.	HR	conducts	audits	and	risk	evaluations	to
verify	compliance	with	OSHA	regulations	and	address	any	real	or	potential	violations.Talent	Management	and	DevelopmentHR	is	charged	with	ensuring	that	the	companys	workforce	possesses	the	skills	necessary	to	excel	at	their	jobs.	Yet	nearly	every	occupation	evolves	continuously	in	response	to	changing	markets,	industries	and	technologies.	The
talent	gap	affects	HR	in	two	ways:	helping	the	companys	current	employees	to	acquire	new	skills,	and	attracting	new	hires	who	have	the	requisite	experience	and	background.Talent	development	programs	are	intended	to	address	the	skills	gap	while	enhancing	employee	engagement	and	well-being.	They	consider	changes	in	workforce	demographics
and	hybrid	work	environments,	as	well	as	the	impact	of	AI	and	other	technologies.	Approaches	to	talent	development	include	upskilling	and	reskilling,	enhancing	management	and	leadership	skills,	discussing	career	growth	plans	for	individual	employees	and	promoting	wellness	and	inclusion	to	help	workers	take	advantage	of	career	opportunities	as
they	arise.Employee	EngagementThe	rise	in	hybrid	and	remote	work	environments	led	to	a	dramatic	shift	in	HR	employee	engagement	efforts.	Uncertainty	about	job	security	and	economic	changes	increase	the	importance	of	keeping	employees	engaged	in	their	work	and	confident	about	their	future.	Successful	employee	engagement	strategies
include	creating	an	employee-centric	culture,	enhancing	your	benefits	package,	promoting	work-life	balance,	applying	AI	and	other	technologies	and	establishing	an	employee	listening	program.People-first	culture	presents	the	policies,	processes	and	activities	in	the	organization	from	the	employees	perspective	and	with	their	active	participation.
When	workers	understand	the	company	culture	and	their	role	in	it,	theyre	more	likely	to	contribute	to	their	fullest	and	realize	their	career	potential.Enhanced	benefits	motivate	employees	by	reminding	them	that	they	are	appreciated.	Wellness	programs,	team	lunches	and	other	off-site	activities,	flexible	work	schedules	and	paid	time	off	are	among
the	perks	most	appreciated	by	workers.Work-life	balance	initiatives	have	gotten	a	boost	from	technology	that	offers	workers	more	freedom	of	movement	and	schedule	flexibility.	The	most	effective	programs	make	balancing	home	and	work	a	central	part	of	the	companys	culture.AI-based	assistants	combine	natural	language	processing	with	large
language	models	(LLM)	to	simplify	information	searches	and	automate	repetitive	tasks.	This	frees	workers	to	focus	on	more	rewarding	work	that	taps	their	creativity	and	strategic	thinking.Employee	listening	programs	boost	productivity	and	engagement	by	letting	workers	know	that	their	opinions	and	experiences	matter.	The	only	way	for	managers
to	know	how	their	employees	are	feeling	and	what	theyre	thinking	is	by	asking	them	directly.	In	addition,	the	only	way	workers	know	theyre	being	listened	to	is	by	providing	them	with	feedback	about	how	well	their	suggestions	and	ideas	worked.	
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