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Executive Summary 
The main objective of this assignment is to discuss the HR devolution to line managers and how it influences they day to day work life. The assignment unpack the HR functions that is being practiced by Line managers in the organization. It is believed that devolution of HRM has two participants, which are line manager and HR specialist. According to Brewster, Brookes & Golla (2015) states that, with the integration of HR and business strategy, devolution could be an affective transformation strategy that HR could use to increase the image of HR among line managers. 
Cabral-Cardoso (2004) state that HR takes role of strategic partner and coordinator for the activities of line managers.  According to Whittaker and Marchington (2003) state in order for the devolution process to be successful, HR needs to develop new competencies such as policy creation.
Introduction 
Organization success depends on a Human Resource management well executed competencies and practices. Most excellent and fast growing companies recognize and consider HRM as number one asset.
In the recent years, many researches have highlighted the significance of line managers within HR process. Most line managers carry out many of HR functions especially in recruitment and selection process. Above all that, they ensure that the employees are motivated and that they stay aligned to the organization’s strategy as well as ensuring that the employees comply with the company law. According to Maxwell and Watson (2006) suggest that there is a range of challenges inherent in and surrounding line manager’s involvement in human resources development.
A literature review:
5.1 Devolution of HR Functions to line managers
Devolution of HR functions to line manager has become a growing trend in most large organization. According Perry and Kulik (2008), they describe the devolution of HR responsibility from line managers as a growing global trend.  According to I Cabral Cardoso (2004), in the 90’s strategic integration was one of the key selling points of HRM concept seeking integration with the business strategy. Devolution proves to be the most effective as it emphasizes the short line communication between employee and line managers.
According to Budwar (2000), direct line between line managers and employees affects efficiency and motivation because:
A) local managers  can respond to local problems and solutions quicker(Perry &Kulik,2008)
B) According to Harris, Doughty,&Kirk (2002),some issues are complex for top managers to comprehend and it can assist in reducing costs.
Companies have HR manager and line managers. Nevertheless, many organizations fail to understand the difference and that lead to an explanation between the two .It becomes necessary to identify each department’s roles and responsibilities.
It is obvious that all managers perform the following functions: 
· Planning
· organizing
· staffing
· leading 
· controlling
 According to Decenzo and Robbins (2015), suggest, there are five essential, functions of HRM that any dynamic company have to fulfil, they are:
· Staffing function. The activities are recruitment, selection, planning and deployment of employees to the right job. Redundancy and dismissal as well.
· Training and development. Activities includes training staff and employee development.
· Administrative. Activities includes managing administrative needs like, payroll, leave including data to make sure the is a smooth orderly running of day-to-day operations with the HR scope.
· Personnel motivation plan. Compensation and rewards, including the appraisal, grievance plan and employee benefits.
· Maintenance function. Activities includes health and safety, employee relations and communication guidelines within the company.
According to Hall and Torrington (1998), line managers are highly involved in the ares of HRM devolved from HR specialist, they do the following: recruitment & selection, employee relations and grievance management, some line managers also train employees, do redundancy and dismissal of employees. Kulik and Bainbridge (2006) states that line manager play key roles in areas of making decisions on promotions, development plans including performance appraisal of their staff.
According to Kulik and Bainbridge (2006), they state that studies have shown that line managers are more exposed to the idea of devolution but it does not mean that line managers believe in the idea of owning the devolved HRM tasking.

Advantages of the devolution of HR functions to line managers
1. “Less is More” – Strategic Capacity for HR Specialist. 
As  suggested  Kulik and Perry (2008),giving less tedious  work for HR could give the specialist within the department some time to focus on more strategic HRM tasks. Specialist from HR department need to give support line managers by spending more time with them, so that they can get to know and understand operation better on the ground (Sisson and Story, 2000). Organization will benefit so much as the line manager would  have knowledge to be able to assist HRM with practices like developing better HR policies with uniformity across the company .According to Tsui ( 1990), the perception and reputation of HR specialist would improve in the process by doing lesser.
2. “Live, Breathe HR” - Strengthening and Aligning HR. 
According to Currie and Procter (2001), the devolution of HRM to line managers would increase the exposure of people management and HRM. According to Whittacker and Marchington (2003),should line managers align themselves with  the vision of people management with in GRM, line managers would be able to take ownership in making HR decisions ,provide more responsive communication to the employees and integrate HRM into their core operation.
3. “Every $$ Counts” - Cost Savings.
Workforce planning for the organization should be the priority of HRM. According to Schweyer (2010), with long -term strategic planning of recruitment to retirement, companies can save man-power cost. Shorter processes and time spent on HRM also increase time-cost savings (Harris, Doughty et al. 2002).  Also, HR department can be rationalized to save cost with some of its tasking being reduced (Adler 2003).   
4. “HR to Disconnect for Line Managers to Connect” - Better Engagement & Direct Impact. 
After much time and training from HR specialist to line managers, LM will have much capability to be more engaged in the HR activities. According to Mone ,Eisinger et al .( 2011), as a result of  higher engagement, employees will be more willing to stay in the company and they tend to perform better .According to Brower, Leaster et al(2011), they would trust their line managers more.
DISADVANTAGES of the devolution of HR functions to line managers
Resistance to Change. 
As managers we aspire to grow within our roles .Performing operational roles is what most line managers feel comfortable in doing. According to Bach (1994), introducing HRM tasking to their portfolio would take line managers out of their comfort zones, causing them to be less motivated and undue stressed. According to Hailey, Ferndale et al (2005) reputation of the HR specialists would be affected, as line managers would also perceive HR specialists as an incompetent department in the company. As a result the two (HR and line manager) would have difficulty working together as tension might arise.   
Inconsistent Practices.  As (Caldwell 2008) suggest, inconsistent practices were observed in the devolution of HRM. It may deem to be difficult for some line managers to have a buy into excising HR tasks, some might feel demotivated and that might result to line manager feeling stressed to even perform their daily operational work. As result, negative energy will escalate to the employees. As Renwick (2003)said , employees will feel that line managers are insincere or fake if they keep changing their management style.
Work Priorities and Increase Workload. 
HRM devolution process may sometimes be perceived as an unfair excise. Why? Because the line managers may not even see the need of the devolution process and might feel that, it does not benefit them as individual. Some line managers may find it difficult to prioritize the own daily work when focusing on the devolution process. Their daily work might even fall behind.  Organizations need to have process in place to ensure the wellbeing of their line managers and ensure that the devolution process is not a burden to them. 
HR Competence.
According to Bach (1999), line Managers might not possess the necessary skills to undertake the responsibility of HRM task. It is the company responsibility to invest on their line managers, development by offering proper training in order to execute the HRM tasks. That will be cost saving for companies, as line managers will have sense of appreciation from the top management.
HR Control.
HRM is still liable for the operational task relating to HR. Top management need to ensure that within the process of devolution, HR specialist need to ensure that the is consist practices applied across the company so that they do not have to answer to adverse practices. Legalities.
5.3 HR REPONSIBILITIES AND PRACTICES OF LINE MANAGERS.
5.3.1. According to Ryan Ayers (2020) the following are the most recent in Human Resources responsibilities:
Responsibility 1: Participate in planning and development 
HRM priority is in the execution of corporate goals by participating in the identification and development plans in order to gain understanding of the organizational activities needed to aid in the growth of the business
Responsibility 2: Provide employees with career assistance.
Assisting personnel with career development, HR has the ability to the insight of available human capital, which assist by identifying internal candidates for potential role succession.
Responsibility 3: Find and Recruit employees that Advance the company’s objectives.
HRM here they try to promote the organization in such a way that it attracts ideal candidates. According Ryan Ayers (2020), they often earn this kind of accolade for organization by creating a positive culture and most that’ is done by offering satisfactory compensation.
Responsibility 4: Serve as a leader of change 
HRM strive towards shaping the culture of an organization by managing employees’ satisfaction. That is mainly done by minimizing employee unrest due to resistance to change.
Responsibility 5: Advocate for employees.
 Employee empowerment through open communication, goal setting results to open positive organizational culture that resulting to business that deliver excellent customer experience.
Responsibility 6: Provide support for Domestic Violence Victims.
 According to Lisa Vetten from Institute for Security studies (2014), explain Domestic violence as abroad term that encompasses intimate violence, child abuse, elder abuse and violence between siblings. It is therefore organization responsibility to ensure that they assist such victims by employing a program support employees to address such violence.
Responsibility 7: Ensure No Cyber bulling at work.
Bullying can take place in work place; therefore, it is HRM responsibility that they combat such behavior at all cost. 
5.3.2 Line managers Practice.
According to CIPD (2020) states, the following process is designed by HR but it cannot be delivered by HR. Line managers role is very crucial in implementing HR policies and practices.
The Charted Institute for Personnel Development (CIPD, 2020) identified the
Following areas where line managers make significant difference to people management practices:
· Recruiting and hiring talent 
· Providing training and support to new employee
· Training staff 
· Coaching and constant  performance feedback to staff .
· Communicating ensuring understanding departmental goals.
· Measuring employee performance against targets and monitoring progress.
· Identifying the need for corrective actions when necessary.
5.4 Competencies that line managers need to implement HRM Functions:
According Larsen and Brewester (2003) says, line manager are primarily responsible for operational tasks and HRM tasks are generally devolved to tem without reducing their won duties.
· Results driven 
· Good effective communication –According to Buckingham & Coffman (2001) says, strong business case for change without an effective communication strategy will result to haphazard change efforts.
· Listening 
· Self-management 
· Delegation 
· Big picture and prioritization
· Problem solving 
· Assertive 
· Emotional intelligence
6-.Data analysis 
Assessment report:
Section A: Demographic report
1) Gender – Female =2
2) Age group = 2
Section B. Line manager’s perceived HRM implementation
EFFECTIVENESS SURVEY –Total score = 7
Section C. 1.Line managers HR- related competency assessment;
1.1 HR related knowledge –total score =7
1.2 HR practical business knowledge- total score =4
2. HR Communication:
     2.1 HR delivery =5.5
     2.2 Interaction with HR department =6
3. HR Development:
     3.1 Coaching & Mentoring =4.6
     3.2 HR-related feedback =5
4. HR Conflict Resolution
     4.1HR related teamwork & cooperation =5
     4.2 HR conflict resolution = 6, 25
5. HR Compliance
   5.1 Compliance with HR regulation =7
   5.2 HR fairness =7
6. HR Characteristics
  6.1 HR Motivation =4
  6.2 HR responsibilities =6
7. Assessment results [image: image.png]	
8. Discussion of results.
Discussion of results are based on the total score below 4.5 and they are follows:
· HR knowledge scored 4 - I have a limited knowledge of HR, as is one function that I do not exercise in my line of work.
· Coaching and mentoring  score :4.6 – I have  limited  knowledge and believe that I need  mentoring session in order to gain confidence and to have ability to provide meaningful feedback to my subordinates relating to  developing sufficient competency  areas.
· HR Motivation score: 4. I have no time in between my work schedule to learn more about HR practices, but willing to make time to learn and improve my H related skills so that I can be able to handle HR matters differently, not to always escalate matters to HR specialist.
9. DEVELOPMENT PLAN 
Self –evaluation has given me an opportunity to re-valuate my SWOT analysis relating to HR practices within my current role 
	Strength :
· HR Business knowledge
· Good interaction with HR department 
· HR delivery
· HR related feed back 
· HR  related feedback & cooperation
· HR conflict resolution 
· HR Compliance 
· HR responsibilities
	Weakness:
· HR practices knowledge
· HR Coaching and mentoring
· HR motivation

	Opportunity:
· To learn HR practices
· To learn Coaching and mentoring 
· To learn HR motivation 
	Threats
NONE 


The above SWOT analysis made me realize my strength and weakness that I need to take care of. Through the assessment I have learned that yes I have a general knowledge and practices required for HRM functions, at the same time looking at the weakness especially of HR coaching and mentoring as well as motivation, they are important skills required within HR  practices. I know have much more willingness to learn and to implement the knowledge within my department. I have come to realization that HRM is a foundation of everything we do at the organization. From Hiring to dismissing, to implementing implementing and practicing policies and procedure to take the business to a sustainable growth.
I know have a much desired to know more about HR so that one day when I get a general manager or even have my business I can be in the position of excising  the knowledge of HR.
Current skills and needed skills:
· Assertive 					
· Patient 					
· Analytical	                      							 
· Decisive								
· Problem solving
· Team leader 
· Persuasive 
· Networking effective listener
Needed skills
· Staffing 
· Selecting and hiring 
· Disciplinary and dismissal 
· Training 
Detailed plans for achieving my goals
In order for me to  able to find time to learn about HRM  , I will need to follow company process being of :engage with  my direct reporting line manager , have a discussion  about my career development and what and how it is going to take place  and also to agree on a suitable time to do training . In addition, I will discuss the following in detail 
Detail plan for achieving HRM practice goal 
	What do want to learn?
	What activities do I need to do to get to my goal?
	What support do I need to achieve my goals?
	 Target date 

	Want to learn about   HRM general practices 
	Find a HR specialist to mentor me on a bi-weekly  basis 
	Will request 2 hours off in order to engage on training with the HR specialist
	January 2021, expected finish the program relating to HR practices.

	Coaching and Mentoring 
	Mentoring from HRM specialist 
	Will require 2 hours bi-weekly to engage on a training  with HR specialist 
	May 2021 will be an expected time to finish the mentoring session 

	Motivation 
	Mentoring from HR specialist 
	Will again request two hours on a bi-weekly basis to engage with HR SPECIALIST
	1 June till 30 June 
A month period to be allocated to the session 


Perceived reward
My reward will be in a form of achieving the desired results from the knowledge accumulated from the training /mentoring sessions. Do believe that after training I will  be in position to handle HR matters with confidence. I will have knowledge to deliver the required policies and procedure in accordance to HR practices. Lastly, the other significance reward will be that the experience will place me in an advantageous position for higher management position.
 Conclusion
HRM devolution in company is an effective and proven to be working practices that has been taking place for some time. Some manager have been devolving without being aware .Do believe that it is an excellent initiative that each line manager should be involved it order to take the business to grater heights. Line managers who practices HR are believed to have motivated employees and with that it easy for the organizational goals and objectives to be reached .
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