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The human resource officer’s role is to involve all levels of employees in organisational operation by providing a motivated and cooperative workplace. The major responsibility is to recruit new employees, train newcomers and regulate different segments of an organisation. They improve the communication between all employees from higher to the lower level as well as maintain a healthy communicative environment in the office (Maity, 2019). It is the responsibility of an organisation to train a fresher as a human resource office by providing every detail of the organisation and by making them understands the workforce of the organisation. Understanding employee demand and satisfying their needs is one of the major tasks of an HR officer (Engetou, 2017).
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The role of the HR officer is not limited under certain measures. An HR officer has to look for diverse sectors to maintain various operations that are going on inside the organisation. An HR officer should know to assess a situation and make the best possible action to handle the situation (Engetou, 2017). As an HR trainee in HSBC Holdings individuals should know organisations' value orientation. HSBC Holdings portrays a design tree for its ethical values. The company wants HR officers to make decisions based on this tree. An HR officer should know about the services the company provides to its customer. Proper understanding of organisational design is highly required. The knowledge to plan talent management skills and resource channelling is crucial for an HR officer (Rahayu et al., 2019). 
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Working as an HR officer a trainee needs to understand the micro and macro factors of an organisation. The understanding of these factors helps to analyse operational situations. The major skill which is highly required to be an effective HR officer is the capability to think decisively. It helps to analyse and handle critical issues that come in the way to operate a company and its workforce. An HR officer has to be an influencer to attract or motivate other employees for improving their capabilities. Besides handling issues regarding human resources, HR needs to be capable enough for handling commercial aspects. As a human resource officer, an individual should have the skill to accumulate the entire workforce for delivering a task collaboratively. 
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HR handles more or less every aspect of an organisation. It is the responsibility of HR to handle every employee and their workability to make an organisation achieve its goals. An HR trainee should develop his/her communication skills for making contracts with employees, produce organisational reports by collaborating with the higher and ground-level staff (Aserkar et al., 2017). It is also important for HR to have technological information to take records of every organizational activity. Besides this other aspects are the skills of solving issues and supervising every segment of a company. 
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The net worth of HSBC holdings is 2984.16B USD. The company has its branches in 64 countries with more than 200 thousand employees (Hsbc.co.uk, 2021). The HR department of the company has to handle this huge workforce daily. When a company trains a fresher to be a potential HR professional the company gets benefited in terms of engaging more workforces to achieve its objective (Hsbc.co.uk, 2021). A potential HR officer helps to increase employee retention rate, train team leaders, empower employees to meet targets and increase brand position.
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A personal development plan is needed for a fresher to assess himself/herself in a diverse market situation. The organisational condition can change anytime so an HR officer should make him/her prepare to deal with difficulties (Oseghale et al., 2018). HR officers need to enhance the communication skill for defining the job roles of every employee. This helps to manage the workforce. Another aspect of personal development is to create a boundary between manager and employee. This helps to analyse employee performance and needed modification. Personal development should include the skill to make an employee feel connected with the company (Bell and Moore, 2018).
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The HR manager of HSBC handles both the developmental and HR officers. Based on the job roles the company trains employees handling administration, staff, training programmes and appraisals. The company allows its employees to develop their skills through self-development and self-study programs. The first part of the training programme is an internal assessment. Here employees need to handle small groups and achieve small targets. The second part is external courses where a trainee has to present seminars and give interviews in a global context. The last stage is the RMT programme in which a trainee is required to understand the commercial activities of the company.
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The management for handling a huge workforce is a difficult job to perform. The company HSBC Holdings has more than 200,000 employees around the world. The company managerial team has to understand the potential of each employee before setting any objective. The company needs to communicate with employees to understand their position to achieve the goal. An effective training plan is essential to develop the skills for meeting the targets.
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Present HR trainees are the future HR manager or officer. The proper development of their skills can result in effective HR policies and management to handle a huge workforce. HR officers work under the HR manager and address every micro factor regarding the employee to the manager for modification of organisational activities. The training of an HR officer should include the plan for developing communication skill, skills for adapting to new situations, skills for solving problems and the skill to supervise the workforce.
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Critically assessment of organisational benefits for developing and HR officer by providing appropriate training

Organisational benefit for developing an individual as a potential HR officer

) Reduction of employee turnover rate and improvement in employee retention plans.
° Development of training programmes for freshers.
° Increase possibilities to engage more workforces in critical jobs.

) Empowerment of employees to enhance their productivity
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The expectation management regarding personal development

. Communication skill to define the job specification of every employee
. Analysis of organisational activities and places of modification (Siddiqui and Sahar, 2019)
. Connect employee perception with the organisational vision of improved productivity

. The flexibility to handle the diverse market condition by accumulating knowledge of different situations
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Development levers of an organisation to train an employee

. The segmentation in Human resource management activities.
. Development of skills for handling administrative activities, training recruits, understanding global operations.
. Internal training to address small operating problems and external training to assess the global situation of the

. Resident management programmes for trainees to handle both the commercial and organisational aspects.
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Strategy to meet an individual's development needs

• Communication with employee belonging to each organisationalsegment

• Setting up of business objective and targets

• Evaluation of employee potential and current readiness to achieve the target

• Ensure proper training and developmental plannings

• Modification of plans if necessary
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Conclusion

● HR officers are key to bind the organisationand its employees

● HR officers need to address every micro and macro factor for maintaining the flow of organisationalactivity

● HR officers need to develop problem-solving and communication skills to adapt to a new situation. 
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Organisational behaviour of an HR officer

e (ain the trust from every level of employees
e Ensure sharing of data or information among every organisational segment.

e Bchave purposively to align employees’ expectation and organisational vision to

secure the wellbeing of the company.

e The capability to adapt to diverse situation and versatility to make strategic

planning

e Work collaboratively and make employees feel their contribution to the company.
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Introduction

● Thehumanresourceofficermaintainshealthycommunicationbetweeneveryorganisational

segment

● Itmanagesemployeedemandandtakesactionstomaintainapositiveworkenvironment

● OrganisationsmakeanewHRtraineecapableenoughtohandletheoperationofthecompany
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Determination of human resource officer’s skills, knowledge and behaviours

Knowledge of an HR office









Determinationofhumanresourceofficer’sskills,knowledgeandbehaviours

KnowledgeofanHRofficer

● Informationaboutorganisationalservices

● Developmentalaspectsofthecompany

● Theorganisationaldesignofacompany

● Properknowledgeoftalentmanagementplan

● Knowledgetoengageemployeesinthecompletionoftasks.

● Maintenanceofemployeerelation
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Basic skills of an HR officer

° The skill to think decisi

° The capability to influe mployees

° HR should

able to cc ith all operatio

° Beside Hu SOUrCE R officer shoulc cial segme

° The | to o atas ed time

° The rol j organisation









BasicskillsofanHRofficer

● Theskilltothinkdecisively.

● Thecapabilitytoinfluenceotheremployees

● HRshouldbeabletocollaboratewithalloperationalsegment

● BesideHumanresourceissues,HRofficershouldbeabletohandlecommercialsegmentsofacompany

● Theskilltodeliverataskinalimitedtime

● Theroletoplayasamodelinanorganisation
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Organisational behaviour of an HR officer

° Gain the trust from every level of employees

° Ensure sharing of data or information among every organisational segment.

° Behave purposively to align employees’ expectation and organisational vision to secure the wellbeing of the company.
° The capability to adapt to diverse situation and versatility to make strategic planning

° Work collaboratively and make employees feel their contribution to the company.
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