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[bookmark: _Toc225771793]Introduction
The development of digital technologies and automation has dramatically changed Human Resource Management (HRM). With the trend of jobs traditionally carried out by people being gradually substituted by machines, HR departments are forced to switch to staff members that have an innovative mindset to handle and adapt to changes in technologies (Barišić et al., 2021). The change is critical to make organisations competitive and efficient in the digital era. The role of the Innovation Support Officer has taken centre stage towards such change. The role is aimed at innovation promotion and e-technology integration into the HR activities of an organisation. The workers in this category are expected to execute measures that do not only increase efficiency, but also the entire work experience by being innovative. Thus, it is essential to know how to compose an effective job description and person specifications of this job to attract the right applicants (Twinamasiko, 2025).
[bookmark: _Toc225771794]Job Description and Person Specification: HRM Innovation
Job Description: The Innovation Support Officer reports to the general manager, Maersk Line within the office of the deputy line manager.
The Innovation Support Officer will be instrumental in the UWTSD Student Union as it will be utilised to facilitate and promote the adoption of new solutions and digital technologies in the operations of the organisation. With the growing pressure on the university community to digitalise and automate, the Innovation Support Officer is bound to play a key role in implementing new systems and processes that would improve the student experience and optimise the operational efficiency. This position will be aimed at detecting new opportunities, working out the implementation plans, and coordinating the work of different departments so that the new technologies could be adopted successfully (Zhang and Chen, 2024).
[bookmark: _Toc225771795]Key Responsibilities
The most important duties in this role will be a mix of strategic plans, project planning and direct implementation of innovation-based initiatives. The officer will:
Lead Innovation Projects: Find new innovative solutions to enhance the quality of services offered by the Student Union. This will involve automation instruments, the online environment and emerging approaches to learning with students.
Engage with Departments: Co-operate with the rest of the departments and other stakeholders to determine areas where innovation can improve operational efficiency like the implementation of digital means of communication or data-driven decision-making initiatives (Barišić et al., 2021).
Adopt Technology: Provide the effective adoption of new technologies by performing workshops, trainings and continuous support of staff and students.
Monitor and Evaluate Innovations: Keep track of the actions made in terms of implemented solutions and give feedback on the ways of continuous improvement. This role makes sure that innovation activities are synchronised with the overall objective of the union.
Create a Culture of Innovation: Promote innovation throughout the Student Union, through encouraging the staff and students to embrace creativity and proactively support innovation efforts.
The Innovation Support Officer will be reporting to the HR Director and will also involve a cross-functional team to make the new ideas real (Shiferaw and Birbirsa, 2025).
[bookmark: _Toc225771796]Person Specification
The perfect person to be hired as the Innovation Support Officer will be one who will have a series of skills, experiences and attributes that meet the demands of the job. They must be pro-action, visionary, and should have the power to motivate others to adopt change. The following person specification is described:
[bookmark: _Toc225771797]Skills and Competencies
Creative Thinking: The officer is supposed to be interested in innovation and he has to be inquisitive to know more about new ideas. This competency will have one of the capacities to be able to think outside the box and find solutions that will lead to the future of the Student Union.
Digital Literacy: Since the position will be technology-focused, the candidate has to be well-versed in working with a set of digital tools and software platforms, as well as technologies. Understanding of such tools as project management software, data analytics tools, and social media platforms is necessary.
Communication and Interpersonal Skills: Good communication abilities are required when explaining the technical solutions of complex technologies to the non-technical employees and students. The officer should be capable of expressing the advantages of innovation and winning the support of novel programs (Wongsansukcharoen and Thaweepaiboonwong, 2023).
Problem-Solving: The officer must possess powerful analytical ability to evaluate problems and develop solutions to them. The ability to avoid hurdles in implementing innovation projects will rely on a creative approach towards solving these problems.
Project Management: This is essential in leading projects through an ideation process to implementation. This involves the control of time frames, resources and relationships between the stakeholders in order to deliver innovation projects successfully.
[bookmark: _Toc225771798]Experience
Relevant Work Experience: The relevant work experience would be an experience in an innovation or technology-based position, preferably in a higher education or student services setting. Past experience in guiding or contributing to the digital transformation would be a plus (Dang et al., 2025).
Team Collaboration or Leadership: The officer must be at home with projects and cross-functional teams. It is useful to have an experience in liaising with different departments or stakeholders.
HR Exposure in the past: Not a requirement, but experience in working in HR or other functions will be a plus. The knowledge of the HR practices will enable the officer to integrate technological innovations to the organisational culture and objectives (Ouabi et al., 2024).
[bookmark: _Toc225771799]Educational Background
An Undergraduate degree in a corresponding course like Business, Technology, Innovation or Human Resources is needed. The preferred candidates will be those who have certification or other qualifications in digital transformation, project management, or innovation management.
[bookmark: _Toc225771800]Personal Attributes
Adaptability: Since innovation projects may be characterised by numerous unforeseen problems, the officer should be adaptable and able to adapt to emerging situations within a short period of time.
Resilience: The resilience is the capacity to endure disappointments and keep going on with the project’s implementation process with the aim of success.
Passion of Learning: The officer must feel passion to learn and develop and abreast of the current trends in the world of technology and innovation (Kordoš, 2026).
Team Player: The Innovation Support Officer will have to collaborate with different teams, and therefore, one must be willing to support and interact with other people.
The Innovation Support Officer will play a central role in implementing the digital transformation and creating new culture of innovation at the UWTSD Student Union. The position is essential in making sure the Student Union is dynamic to technological changes always updating their services to students. 
[bookmark: _Toc225771801]Innovation and Hr Practices: Digitalisation and Well-being
[bookmark: _Toc225771802]Discrimination against Employees: Digital HR
Digital HRM practices have taken root in human resource management as organisations seek to stay afloat in the competitive world. Recruitment, performance management and other HR practices have become digital and enable organisations to perform tasks more efficiently besides enhancing employee experiences. The fact that digital HRM affects the well-being of the employees is one of the main advantages of this method. The combination of digital technologies in HR processes such as flexible working hours and digital working boards will result in better work-life balance and professional satisfaction (Fedorova et al., 2019). This is specifically vital in such roles as an Innovation Support Officer whereby the adoption of technology can not only increase productivity but also alleviate the stress levels by automating the repetitive work and facilitating the work process.
[bookmark: _Toc225771803]Job Performance and Technology
Besides enhancing the well-being of employees, the direct effect of the digital tools and innovations on the HR practices are also directly related to job performance. Employees can perform their tasks best as the HR departments introduce more technology-driven processes. Dynamic and responsive work environment can be promoted through the innovative HR practices, including data analytics and performance tracking tools (Dang et al., 2025). Using these tools, organisations will be able to establish a new innovative environment in which workers will feel confident enough to take risks, share ideas, and work more effectively. 
[bookmark: _Toc225771804]The Innovation and the Engagement of Employees
Moreover, HRM practices innovation is also critical in enhancing employee engagement. Employees will feel appreciated and attached to the organisation objectives when engaged in innovative solutions that make their day-to-day work easier (Wongsansukcharoen and Thaweepaiboonwong, 2023). When working in such a role as the Innovation Support Officer, where one of the most important tasks is to deploy and manage newer technologies, it becomes one of the major tasks to encourage engagement through the innovation of the process. Ensuring that the employees are equipped with the latest tools and continuous learning opportunities, the officer could help to make the workforce highly engaged and motivated to achieve the organisational success through the latter.
[bookmark: _Toc225771805]Challenges and Future Projections of Digital HRM
Although it has numerous benefits, there are challenges associated with the HRM digital change. Resistance to change among the employees and the managers who have become accustomed to the traditional HR practices is one of the key obstacles. The transition to the digital system can be hindered by organisations, especially in cases where people have no knowledge or trust of new technologies. The Innovation Support Officer will be required to overcome these obstacles by offering proper training, ensuring proper communication and showing the practical gains of digital HRM practices in enhancing the performance of individuals and the organisation at large (Jotabá et al., 2022). 
[bookmark: _Toc225771806]Challenges and Problems of introducing Innovation in HR
[bookmark: _Toc225771807]Difficulties in the Process of Innovation in HR
Introducing innovation in HR practices may be a complicated process because of a number of challenges. Resistance to change is among the major obstacles. The workers and leaders that are used to conventional HR procedures might be reluctant to learn new technologies or methods of working. The adoption of the digital tools and automation in the sphere of HRM necessitates changes of mindset and it might be viewed with distrust or resistance (Kordoš 2026). To overcome such resistance, there should be effective communication, proper training, and showing the specific positive effects of being innovative. In the case of the Innovation Support Officer, adoption of this change and assisting the workforce to adapt to the new technologies will be an essential component of the job.
[bookmark: _Toc225771808]The Complicatedness of Technological Integration
The second issue that organisations encounter is the difficulty in adapting new technologies in the current HR systems. Digital transformation typically entails modernisation of systems, employee training as well as making sure that the new devices are consistent with the organisational objectives and principles. In most cases, new HR technologies cannot be integrated smoothly in an organisation because of the old infrastructure or absence of adequate support structure (Zhang and Chen, 2024). The Innovation Support Officer will have to collaborate with IT departments and other parties to ensure that the process of migrating to digital tools is effective and all the employees are adequately prepared to utilise the new systems.
[bookmark: _Toc225771809]Benefits of Innovation in HR
Nevertheless, the advantages of applying innovation in HR are massive regardless of such difficulties. Data analytics can be used to enhance efficiency, decrease administration workloads, and aid decision-making by using the digital HRM practices. In addition to facilitating more efficient processes, HR innovation can also create a more engaged and productive workforce. Automation of repetitive work and the supply of new tools to the employees can help the HR to concentrate on strategic work, which leads to growth and organisational success. The Innovation Support Officer will be central to the implementation of these benefits, as it will stimulate the adoption of technologies that can improve the experiences of employees and the performance of the organisation (Jotabá et al., 2022).
[bookmark: _Toc225771810]Conclusion
The task of the Innovation Support Officer is critical in the process of digital transformation of HRM practices. The HR departments in organisations should be changed to be more competitive and improve employee engagement, performance, and well-being as the organisations become more open to innovation. It is not only that the achievement of operational efficiency happens with the integration of digital tools and technologies, but it also makes the workspace more dynamic and responsive (Shiferaw and Birbirsa, 2025). Nevertheless, innovation in HR is not so easy to implement without the following challenges, including the resistance to change and the complexity of implementing new systems. The Innovation Support Officer will play a major role in removing these barriers, the establishment of a culture of innovation and the successful adoption of new technologies. In such a way, this position will help the organisation with adapting to the digital age and making sure that HR practices align with the changing needs of workforce and the business environment in general (Ouabi et al., 2024).
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