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Glencore is the most enormous natural resources company also known as the mining companies that are the power of our daily necessities and also the place of so many workers and staffs that are widely known for their integrity and dedication to work. Here the Knowledge, Skill and behavioural pattern along with the professional activities, communication skill and technological skills that are widely admired for me as an HR officer are explained detailed. Also, the needs of training and development and the company benefits for that discussed thoroughly. The power and resource companies are the most comprehensive and dynamic workplace for me. So, joining as a human resources officer must be a challenging job for me. Because working with people is different than working with machines and instruments because of the people’s mind and sensitivity to the sentiment. Here I described the whole personal and institutional perspective of who am I and what I am capable of and what might be the interest of hiring me and benefitted in the future. 
[bookmark: _Toc46442816]Understanding the role of an HR manager as myself in Glencore 

Glencore is a mining company based in the United Kingdom which works for unearthing the vital resources for the great use of people in society (Bratton, 2017). So basically, the people working within this organization are physically and mentally strong in a great sense. As an HR manager, my first role is to understand the staff and people are working and what their needs and expectation from the organization. Ultimately there are very few scopes to get trained and experienced field workers or miners so those who are working are incredibly unique assets and my job is to be managing them (Bush, 2018).
So, the primary and foremost duty can be segmented from the company and the professional perspective is:
1. Knowledge, Skills, and Behaviour of myself that are required.
2. Personal skills development
3. Company benefits by training and hiring me as an HR staff.
[bookmark: _Toc46442817]Knowledge Perspective
Here the quality I need for an HR officer from the acquired knowledge perspective has been [image: ]constructed. For the initial steps I need to know the detailed staffing plan from the Glencore personal direction and the procedure they follow (Hegewisch, 2017). Because a company’s unique demand and procedure for staffing is the preliminary success for any kind of future activities. Along with that the culture Glencore acquired in their past few years that should be on courses otherwise the suitable workplace inurement will not be possible for me (Mishra, 2016).
Also, the knowledge regarding compensation must be very well known to me otherwise the reward and the measurement of the motivational factors will not be possible at ease (Stewart, 2019).
Retention procedure must be engaged with my career development and knowledge acquiring procedure otherwise the initial steps of getting a skilled employee might be goes in vain (Mishra, 2016). Team building activities must be in my head because Glencore’s all the works are based on the team works. Also, the training and development procedure of the retained staff must be noticeably clear knowledge to me and other staff regarding HRM. Protection of the workers and the proper communication channel it could be language, devices, or medium must be enhanced to me (Sheehan, 2019).
[bookmark: _Toc46442818]Behavioural Perspective
[image: ]After gaining knowledge about the human resources and the knowledge about initial phases that I can go through in my future days, the behavioural activities also must be very much concisely rooting to my activities. Because one behaviour to the staff and the workers can be vital motivation and the trump card for achieving success. So, for that, I need to be very much friendly and make a friend along with them so that the workers can not hesitate to inform me anything they need to inform me (Selivanovskikh, 2018). 
Cyberloafing is another task to my behaviour so that any pretending to internet use for the personal use of the company's resources might be completely prohibited. Or on which circumstances it might be worked must be known to me (Bratton, 2017). I should be extremely strict with ethics both from the organizational and religious perspective to the judgment of the workers. Leadership must be reflecting on my behaviour otherwise the workers might be detached to what they are here for and the supervisor’s words might not be executed as planned (Bush, 2018). Conflicts must be avoided by me. All of these combining with honesty, integrity, and fair responses in the behaviour of mine can make a valued HR policy in the Glencore (Mishra, 2016).
[bookmark: _Toc46442819][image: ]Skills that are required
In terms of skill, I should be an organizer and multitasker at a time (Hegewisch, 2017). So that any diversified activities might not be collapsed. Far and foremost the communication skills are vital because the HR manager works as the hub between the upper-level words and lower-level activities (Hegewisch, 2017). Computer skills must be there for me because now a day's data are collaborating through the computer and analysis of statistical data needs computer (Olivas, 2019). Along with that employments, knowledge and laws are important knowing skills otherwise executing the dispute solutions will not be possible. Creating thinking skills critically but useful is also be the basic skill of mine. Along with all of these the strategical movements and the other certified HR skills must be enhanced to my lists of quality as an HR Staff (Bratton, 2017). 
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So, the auditing skills are one of the most vital tasks for the HR officers because at the end of the day the overwatch and the initial phases scrutinizing must be there. In the Glencore, there might be four distinct features that must be needed for auditing skills (Basharat, 2020). 
[image: ]So, for the first criteria, Information gathering skills are need-based on the technological arena. And by using the chart it seems that the Microsoft office word, Use of Internet, Use of E-mail, Use of PowerPoint are at a very good level which means the basic computer and statistical works can be done easily by me (Mishra, 2016). 
On the other hand, the spreadsheet, database, and specialist’s software are at a good level. That means overall the computer skill is at a Good level that is very needed for me to analyseze (Nankarvis, 2019).
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The second criterion as an HR officer at Glencore company is communication skill measurement (Bratton, 2017). On that perspective, Contracting with employee and other is at a very good level where the other two delivering a training session and producing materials are at a good level that means I am at a good level also here for communicating on average. But as employee contact is at a very good level and mining company must be connected so that HR officers I am professional at this level (Bibi, 2018). 
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Problem-solving skills are by far the most important quality for any HR officer especially in a natural resource-based company like Glencore (Nankarvis, 2019). So, the verbal reasoning between the staff and workers and understanding the complex data is at a good level for me (Hegewisch, 2017). And one solution one problem and the staying in the good section that means all the problem-solving skill is at a good level for me. By training and development, can be enhanced towards a particularly good level (Hegewisch, 2017).
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And last analysis for my HR perspective. As a supervisory management official, my work experience is only one month in Glencore and I only managed 1-5 people at best because no major incidents occurred in that period (Basharat, 2020). 
So, after analysing the whole procedure of personal audit skills it shows that I am at a good level in the four distinctive features of audit skill (Nankarvis, 2019).
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The Glencore can be benefitted in two ways. Internally and externally in their long run. The internally they can be benefited by hiring me on the perspective they can be the easy runner of business because of the interpersonal skills of mine (Basharat, 2020). Also, there is a chance of talent replacement because of the skills I acquired they can be having me available to any of the sectors. And lastly, the poaching skill where the internal core of skill will not be destroyed by achieving other duties is in Glencore (Basharat, 2020). 
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Externally there will be a long-run relationship maker who will be available by myself when I worked as a good communicator with the others. And the words of good mouth will have reverberated to the other companies. Finally, the company will have a good employee of jack of all trade that might be greatly beneficial to the Glencore (Bibi, 2018). 
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[image: ]Conclusion
So, it can be said that a good Human resource staff is like a reflective or mirror for the organization as they work for each segment of the organization. In the Glencore, these skills and qualities I must be implemented as a professional and interpersonal quality so that the human resources must not be a liability, or a general perspective rather makes a hub for each section of the company.
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Introduction

“Human resource management s one of the most scintilating display of managing the people
in a constructed organization across the globe.

“Many organizations are reaching their epitome of success using proper Human resources
management

*S0 as a HR officer in organization the knowledge , behavior and skills as well as necessary
training and developments must be very much up ahead for this position.
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Knowledge Requirements

B —
1. Staffing plan which refers how many people o the Glencore need for
their activities(Armstrong,2018).
. Policies and multiculturalism at work
. The whole recruitment process and
. Workplace policies
. Compensation and Administration towards benefits
. The retention and its procedure
 Team building activities
. The whole training and development procedure
. The knowledge of laws and ts affecting employment(bibi,2018)
10.Worker protection
11.Communication

I knowledge about that
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Behavioral Requirements

EEEEEEE—
1.Considering friendly behavior with too many friends
2.Cyberloafing
3.Motivating factors
4. Ethics must be ensured in behavior
5.Communication
6.Contain Cost
7.Create a safe workplace
8.Leadership
9. Avoiding all conflicts
10.Honest, fair and trustworthy(bell,2017)
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Skills set for HR

Also skills takes:

. Organizer and multitasker

Communication skills

. Computer skills

. Employment knowledge and laws(bibi,2018)
. Critical thinking skills

Ethics skills

. Strategic skills

. Certified skills(Fletcher,2018)
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Personal audit skills of myself

EEEEEEE—
Q I need Information gathering skills which very much in
need of audit based on technology
QO Where Microsoft office word, use of internet, use of e
mail and use of PowerPoint are in a Very good level
Q Excel spreadsheet, database and specialist HR software
are in a good and adequate level
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Communication Skills

T mm—
« Contracting with employment, taking notes in disciplinary
and writing reports are on a very good level
« Communication skills will be worked as a catalysts for
connecting people
« Delivering training session and interviewing in a good
level
* Producing material to support, advising on HR issues
are in adequate level(bibi,2018)




image8.png
Problem-Solving Skills

» Good use of verbal reasoning along with the
understanding of complex data using the selective
use of information which stays in a good level for
me(bibi,2018).

« Most importantly exploring the one solution one
problem also in a good level

« Solving ideas also staying in a good section for me
as an HR officer in Glencore(Adekiya,2016)
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Supervisor ship and Management

*As a new officer the experience does matter which |
have for less than 1 month
*Only 1-5 people | have managed
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Benefits for Glencore: Internal

« Easy running of business
« Talent replacement
« Poaching




image11.png
External Benefits for Glencore

« Renowned people and the clients of
goodwill(gali,2018)

« The words of good mouth

« After service relation(boachu,2018)
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Conclusion

So the Glencore and me as a Staff Officer needs to develop a proper
plan with the training and development module where the skill set,
knowledge set and behavioral activities must be adhere with the proper
target and goal. And the company can be benefitted by the various
sector by cost, management and other human resources activiies.
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