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[bookmark: _Toc66146203]Introduction;

HRM was defined by scholars from a variety of perspectives. The modern HRM model is made up of policies to foster mutuality – mutual aims, mutual influence, mutual respect, reciprocal benefits, and mutual accountability – US scholars explained. The idea is that mutual policies would generate dedication, resulting in improved economic efficiency as well as gross human development (Guerci et al 2019). Efficient human resource control in a non-vacuum situation is not available but should be linked with the overall organizational approach stated Krausert (2017). Many managers prefer to run HRM in their own environments. Nevertheless, their primary importance is to help top managers in achieving the aims of the company. Long and Ismail (2011) said that HRM is a distinctive approach to employment management that aims to gain competitive advantage through the systematic mobilization of a highly dedicated and skilled workforce using a range of culture, structural and manpower strategies. In comparison to the management, he also outlined the meanings of HRM. First, in the broadest scope, it has been used as a synonym for the handling of staff.

[bookmark: _Toc66146204]HR theory;

Human resources theory is a broad concept that refers to the plans, approaches, and goals utilized by company leaders and administrators to implement employee policies and procedures (Osibanjo et al, 2012). Although individual HR priorities can differ from organisation based on their requirements and staff demographics, there are a few significant, central goals that are widely recognized as important. One of human resources theory's goal is to establish positive partnerships among the organization's stakeholders. Stakeholders include the creator, administrators, staff, and clients, as well as everyone else who has a financial interest in the company's growth. Maintaining healthy working partnerships requires open and constructive dialogue, which is dependent on prompt reactions to all achievements and shortcomings in the workplace (Osibanjo et al, 2012). Employees should be attentive to client desires and demands, and managers should be responsive to employee needs and issues. All of this must be weighed against adherence to labour standards and anti-discrimination legislation that regulate industrial relations. As the archive of legal and social legislation to which stakeholders must comply, the HR work plays an essential role here.

[bookmark: _Toc66146205]HR in organisations;

In most organisations, certain managers are considered HR managers (Sharma and Tewari, 2018). The College Dean, Matron, Sales Managers and Supervisors are expected to take part in HR management, but how HR system is structured and handled in organisations depends on its efficacy and performance. In essence, a Matron (head nurse) or an Engineering Boss is inadequate to design and run HR operations such as compensation and training; human resources planning; recruitment and selection; job laws, and so on. Therefore, medium-sized and major organisations build and outfit the HR department with HR experts who can manage those tasks comfortably (Schiemann and Ulrich, 2017). Nevertheless, smaller organisations, where the owner normally manages them, undertake any of these things. And a clerical assistant is working in some small enterprises to manage accounting processes, record keeping and other jobs. In the recruitment, selection and preparation of future hires, supervisors and managers (within their departments), such practices aim to displace their focus from their primary duties and to limit their time spent in their main businesses and in other fields.

[bookmark: _Toc66146206]Strategic HR role;

HR professionals should be prepared to devote their quota to the advancement and growth of their organisations to fulfil their strategic position in organizations (Schiemann and Ulrich, 2017). In other terms, they should be able to give the success and productivity of the company tangible meaning. The call is for HR managers, by the management of staff with a business-like manner, to become a strategic contributor to the growth of an organisation (Sharma and Tewari, 2018). Human resources professionals can be proactive in the management of corporate practices and futuristic in terms of human resources preparation, incentive plans and bring value to their organizations' management. 


[bookmark: _Toc66146207]Administrative role of HR;

HR's administrative function focuses mostly on clerical activities, such as recordkeeping, the important duty of HR. HR practitioners can be seen only as clerical administrative, a job to be done by non-HR practitioners, if the function of HR were limited to the administrative role (Schiemann and Ulrich, 2017). The recent application of technology and externalization have changed HR's administrative function. 
· Tech Use: Technology has changed the position of HR professionals in the administration of human resources, making them efficient and competitive for staff and managers. Furthermore, work done online by HR professionals, such as advertising positions, e-recruitment, e-learning etc., reduces the number of times and team members. 
· Outsourcing of HR: In some organisations, outsourcing much of the functions performed by the HR department has become a way of lowering employer expense and focusing more on HR's strategic roles; thus, reducing the number of HR employees. Organizations outsource some HR practices to private independent HR professionals/contractors, such as recruiting and procurement, training and development (Townsend et al, 2019). 
There have been dramatic changes in this respect, though, as less HR practitioners focus and commit more attention to strategic positions in the management of HR.


[bookmark: _Toc66146208]Conclusion;

The conclusion is that the success of technological and strategic HRM is positively related to the evaluation of e-HRM applications. HRM efficacy will increase when managers and staff expect an e-HRM program to be of better standard. However, they do not connect HRM efficacy to their ease of use and the link between e-HRM and their work. To make e-HRM more efficient, organisations can enlist the help of peers and administrators, as well as have better knowledge. This study aids HR professionals in implementing e-HRM and emphasizes that operating e-HRM is a significant obstacle for organisations, requiring them to develop new concepts or even a new community within the organisation.
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Skills for HR Advisor

Knowledge  Skills Behavior

Knowledge of relevant HR 

policies and procedures

Ability to identify development 

needs

Experience in an HR 

environment

Knowledge of employment 

legislation

Performing recruitment 

activities, from advertising to 

interviewing, reference checks 

and hiring 

Advising and working with 

senior members of staff

Fielding enquiries relating to 

HR and distributing to the team

Experience in interpreting, 

advising and implementing 

such agreements and 

procedures

Practical and logical; able to 

solve problems quickly

Arranging support for 

employees having trouble

Ability to use a HR information 

system including, accessing, 

inputting, and compiling data

Driven and determined

Writing and updating policies 

and procedures

The ability to research, 

analyse and reason logically 

within tight and conflicting 

timeframes

Personable with strong 

communication and 

relationship building 

capabilities across all levels of 

the business
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Skills for HR Advisor

		Knowledge 		Skills		Behavior

		Knowledge of relevant HR policies and procedures		Ability to identify development needs		Experience in an HR environment 

		Knowledge of employment legislation		Performing recruitment activities, from advertising to interviewing, reference checks and hiring 		Advising and working with senior members of staff

		Fielding enquiries relating to HR and distributing to the team		Experience in interpreting, advising and implementing such agreements and procedures		Practical and logical; able to solve problems quickly 

		Arranging support for employees having trouble		Ability to use a HR information system including, accessing, inputting, and compiling data		Driven and determined

		Writing and updating policies and procedures		The ability to research, analyse and reason logically within tight and conflicting timeframes		Personable with strong communication and relationship building capabilities across all levels of the business

		Planning, organising and conducting training		The written communication skills to produce succinct correspondence and reports		A high level of personal integrity

		Knowledge of the best practice on recruitment and selection
				Open and honest 
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Information Technology 

Very good Good  Adequate  Little or no 

experience 

Use Microsoft Office 

Word 

Use Excel 

spreadsheet

Use a Database 

Use specialist HR 

software 

Use the internet

Use e-mail 
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Communication Skills 

Very good Good Adequate  Little or no 

experience 

Drafting contracts of 

employment 

Taking notes of 

disciplinary 

hearings

Write reports 

Produce material to 

support presentations 

Delivering a training 

session 

Resolving 

disputes/complaints

Interviewing

Advising on HR 

issues 
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		Interviewing								
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Problem solving skills 

Very good Good Adequate  Little or no 

experience 

Make good use of 

verbal reasoning 

skills, able to handle 

complex data and 

make selective use of 

information 

Explore more than 

one solution in order 

to solve a problem 

Consider the ideas of 

others to help solve 

problems 
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Problem solving skills 

				Very good
		Good		Adequate 
		Little or no experience 

		Make good use of verbal reasoning skills, able to handle complex data and make selective use of information 								

		Explore more than one solution in order to solve a problem 								

		Consider the ideas of others to help solve problems 								
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Supervisory Management 

How much experience have 

you had in your role? 

1 Month 1-3 Months > 3 Months

How many people have you 

managed at anytime? 

None 1-5 Above 5
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My HR officer training and development 

benefits



Communications: The increasing diversity of today's workforce brings a wide 

variety of languages and customs.



Computer skills: Computer skills are becoming a necessity for conducting 

administrative and office tasks.



Customer service: Increased competition in today's global marketplace makes it 

critical that employees understand and meet the needs of customers.



Diversity: Diversity training usually includes explanation about how people have 

different perspectives and views, and includes techniques to value diversity
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Communications: The increasing diversity of today's workforce brings a wide variety of languages and customs.

Computer skills: Computer skills are becoming a necessity for conducting administrative and office tasks.

Customer service: Increased competition in today's global marketplace makes it critical that employees understand and meet the needs of customers.

Diversity: Diversity training usually includes explanation about how people have different perspectives and views, and includes techniques to value diversity



















MyHR officer raining and development






image9.emf
My HR officer training and development 

benefits



Ethics: Today's society has increasing expectations about corporate social 

responsibility. Also, today's diverse workforce brings a wide variety of values and 

morals to the workplace.



Human relations: The increased stresses of today's workplace can include 

misunderstandings and conflict. Training can people to get along in the workplace.



Quality initiatives: Initiatives such as Total Quality Management, Quality Circles, 

benchmarking, etc., require basic training about quality concepts, guidelines and 

standards for quality, etc.
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Ethics: Today's society has increasing expectations about corporate social responsibility. Also, today's diverse workforce brings a wide variety of values and morals to the workplace.

Human relations: The increased stresses of today's workplace can include misunderstandings and conflict. Training can people to get along in the workplace.

Quality initiatives: Initiatives such as Total Quality Management, Quality Circles, benchmarking, etc., require basic training about quality concepts, guidelines and standards for quality, etc.
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Conclusion



Being in HR and doing it well is a tough job. 



To be a true HR Professional you must have the foresight of Nostradamus, the vision 

of Issac Asimov, the wisdom of Solomon, the courage of David, the speaking ability 

of Cicero and the brashness of Theodore Roosevelt.


Microsoft_PowerPoint_Slide9.sldx
Conclusion

Being in HR and doing it well is a tough job. 

To be a true HR Professional you must have the foresight of Nostradamus, the vision of Issac Asimov, the wisdom of Solomon, the courage of David, the speaking ability of Cicero and the brashness of Theodore Roosevelt.
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