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Abstract

This study investigated the relationship between HR competencies and organizational
performance by adapting the Ulrich HR Role Model. The study also examined HR
competencies such as strategic positioner, credible activist, capability builder, change
champion, HR innovator/integrator, technology proponent and project facilitator. The
research is based on 215 HR professionals from 20 consolidated banks located in South-West
Nigeria. A quantitative approach was used for the analysis. The findings revealed that all HR
competencies also have significant correlation with organizational performance. Furthermore,
competency such as strategic positioner and technology proponent provide most impact to

217 http://ijhrs.macrothink.org



ISSN 2162-3058

\ Macrothi“k International Journal of Human Resource Studies
A I“Stitute " 2018, Vol. 8, No. 1

organizational performance.

Keywords: HR competencies, organizational performance, technology proponent, strategic
positioner, credible activist

1. Introduction

Almamun (2009) described human resources (HR) to be the energies; the skills, the talents
and the knowledge which people have that can be used for the production of goods or in
rendering quality service. He further added that human capital; structural capital and
intellectual capital concepts were similar to other types of assets. Som (2008) also defined
human resource management to be a carefully designed combination of practices that gear
towards the development of organizational value and thus superior performance outcomes.
Nonetheless, Adeniji et al., (2013) stresses that in the last two epochs, studies have revealed
that HRM has the capability of becoming the most critical organizational performance
determinant in view of researchers (Paauwe & Boselie, 2005; Wright, Snell & Dyer, 2005;
Som, 2008) evidences that connect HRM practices with corporate performance.

However, a review of extant literature (Kim & Sung-Choon, 2011; Bhatnagar & Sharma,
2005; Clark and Cooling, 2005; Christiansen, 2008; Scotts, 2008; Aitchison, 2007; Long &
Wan Khairuzzaman, 2008; Pietersen & Engelbrecht, 2005) on HR competencies and
organizational performance revealed that various studies have been carried out on the
required competencies of HR professionals as well as the expected strategic partner role of
the HR professionals. Therefore, the need for human resource professionals to become
intricate in human resource strategic management (HRM), contributing to organizations
competitive advantage, becoming true strategic partners that add value as well as shifting
from the transactional functions to transformational role has been the critical issues of
debate with the view of making HR truly strategic as there have been serious deliberations
regarding the contributions of HR to organizational performance lately (Ulrich et al., 2008).
Nevertheless, the deliberations arise as a result of incapability of the human resource
function to validate its palpable significance, as well as justify its privation at the strategic
level. The management practice where human resource task is devolved downwards from
the corporate central units to the business unit-levels and further downward to the line
management has generated undue restructuring of the human resource tasks.

Today, notwithstanding the enhanced interest in the development of the HR function as
validated by several researches in the area (Cole, Lemmon, & Wang, 2009; Bourne &
Franco-Santos, 2010), the call for transformation, collective capriciousness, and the
distortion of precincts in the business sphere has pointed the attention of organizations
towards the attainment of strategic prominence which has consequently enhanced the drive
for a new strategic role for HR professionals. Unfortunately, only a few numbers of
empirical researches have been carried out on the new competencies that organizations
expect HR professionals to demonstrate (Ulrich et al., 2012).

However, after the review of previous literature on this subject, it was observed that research
addressing jointly the conceptual relationship between human resource competencies and
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organizational performance has been overlooked in literature especially in the African
continent, hence it has triggered this study. Therefore, to cover this gap in the literature, this
current study investigates the variable of HR competencies and organizational performance.
More so, to strengthen the requisite HR competencies that will ensure HR professionals add
value to their organizations adequately, it is also observed from literature that skills in project
facilitation is a necessity for HR professionals, as such this study modifies the Ulrich et al
(2012) HRCS model by introducing an additional competency called the project facilitator.

2. Literature Review

Ulrich et al (2012) in their current human resource competency survey (HRCS) identifies six
vital competency spheres that every HR professional must validate in order to influence
business performance:

o Strategic Positioner

. Credible Activist

o Capability Builder

J Change Champion

o HR Innovator/Integrator
o Technology Proponent

This study adds the project facilitator competency to the above list. This competency has
become imperative for HR and the consolidated banking sector in Nigeria owing to the fact
that new projects are being developed continuously because of the dynamical competition in
the sector (Mugarvin, 2012). In order to execute these projects adequately, on time and
within budget, HR professionals need to know and acquire the techniques of project
facilitation, which will help develop the skills of project facilitators and project team
members in the consolidated banking sector (Edmonds, 2010). The competency of project
facilitator will enable HR professional to schedule, cost, quality control, ensure customer
satisfaction, planning, control and risk management (Clark and Cooling, 2005).
Consequently, these competencies will ensure enhanced productivity in the massive
recruitment, training, benefit, compensation and payroll processes in the consolidated
banking sector in Nigeria (Scotts, 2008).

2.1 Competencies of HR Professionals
2.1.1 Strategic Positioner

According to Ulrich et al., (2012), the concept of human resources describes that HR
professionals require to become strategic partners in the organization. Human resource
professionals, who are unable to read and interpret financial statements; make strategic
contributions; recognize and attend to external stakeholders; and predict as well as respond
to business drifts, will be inept to providing requisite input to business discussions.
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2.1.2 Credible Activist

Human resource professional’s credibility is expected to be to their colleagues and line
managers. It is imperative that HR professionals fulfill their promises and deliver results,
establishing an unswerving track record. Additionally, the ability to work acceptably with
others through the establishment of cordial relationship is crucial in developing the knack for
effective collaboration. Furthermore, HR professionals ought to possess effective and
efficient writing as well as oral communication skills (Boselie & Paauwe 2004).

2.1.3 Capability Builder

Ulrich et al., (2012) posit that emergent capabilities of successful organizations are the
creation of organizations where the workforces can discover value and drive at work. They
conclude by saying that HR professionals have the capacity to support line managers
generate value so that the innate standards of the employees can reflect the capability of the
organization.

2.1.4 Change Champion

Selmer and Chiu (2004) found in their study that the top priority organization‘s CEO does
expect their HR professionals to be competent and have the capacity to play a change agent
role. HR professionals may not see the importance of being a change agent compared to their
CEO’s. This further support the notion that HR professionals now are still unaware of the
competencies needed to be the change champions they ought to be, which will enable them
contribute strategically to their organizations. The impetus of organizational change and
growth originates from diverse populations of people and resources. Identifying HR
competencies needed to adapt and effect competitive change within 21st-century
organizations may rest in the fundamental role of change management, in addition to
organizational leaders being acutely aware of possessing the ability to predict change and
adjust to that change.

2.1.5 Human Resource Innovator and Integrator

Ulrich et al., (2007) noted that organizational design concentrates on how an organization
embeds capability into the structure, processes, and policies that shape how that organization
works. HR professionals ensure that the organization‘s means of talent management and
organizational capabilities are aligned with customer requirements and strategy, integrated
with each other, and are working effectively and efficiently. They added that HR is not just
about the two of them together, stating that good talent without a supporting organization will
not be sustained, and a good organization will not deliver efficient results without talented
individuals that possess the right competencies in critical roles (Ulrich et al., 2007).

2.1.6 Technology Proponent

A comprehensive knowledge of the contemporary technologies employed in present day HR
practice will ensure an improved organizational personality outside the business and will
improve social interactions inside the company. It has become imperative for HR to begin to
access, carry out analysis, advocacy, as well as aligning modern technology in order to
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enhance information, efficiency as well as relationships within the company as the
technology proponent competency becomes critical (Ulrich et al., 2012).

2.1.7 Project Facilitator

An efficient project facilitator is involved from the beginning of the project to the very end,
and must have an enduring perception if the project must excel. He must be motivational,
directing and controlling the team effectively to enable them achieve set targets. Peradventure
the project fails to realize its set objectives, the project facilitator takes responsibility for the
failure, as such, it is imperative that HR professionals are adequately equipped with requisite
competencies to enable them face the challenges of managing projects efficiently (Martins,
2007). The special capabilities and requirements of a project facilitator equally entails
specialist training that is a product of methodology. It involves the provision of a framework
that covers a myriad of requisite disciplines that brings about efficient project management
practices in HR.

2.2 Relationship Existing between HR Competencies and Organizational Performance

Christiansen and Higgs (2008) argued that as HR professionals increase their proficiency
levels in business-related HR competencies and professional HR competencies, their
performance outputs would generally be expected to improve. They further submitted that
organization whose HR professionals have high proficiency levels are organizations that
would be expected to have superior organizational performance. However, this is not always
the case as an individual may possess the required business knowledge, management and
technical skills, abilities to change behaviors, but may be performing at a lower level than
expected due to various factors such as; personal problems, lack of focus, job dissatisfaction,
negative reaction to organizational change, lack of organizational resources, and more.
Christiansen and Higgs (2008) reiterated that HR professionals are rated on performance in
relation to how well they have accomplished the tasks set out in their organization‘s
performance plans. Performance plans establish specific tasks and expectations for various
positions and employee grade levels and this is the basis for performance evaluation that
enhances organizational performance.

Furthermore, indications from the data reveal that HR competencies such as strategic
architect shared by HR executives, line and senior managers, as enablers of alignment,
contribute to organizational performance (Christiansen & Higgs, 2008), which is similar to
the capability builder competency domain of the HRCS 2012 study conducted by Ulrich et al.
(2012).

Liu, Fu, Wang and Fang (2014), in their study argue that human resources remains the
critical resources that ensures organizations competitive edge. They argue that HR
professionals play an essential role in the organization‘s competition, as well as possessing
the potentials to increase the value of the organization by the promotion of their
competencies. They further stressed that both within the academia and in organizational
management practices, the improvement of employees' competency has become an
imperative norm. However, different competencies are required in different industries,

221 http://ijhrs.macrothink.org



ISSN 2162-3058

\ Macrothi“k International Journal of Human Resource Studies
A I“Stitute " 2018, Vol. 8, No. 1

organizations and position, therefore, it has become necessary to carry out a detailed study
on competencies required for specific industries and positions.

Levenson (2005) in his study argued that the demonstration of an uninterrupted relationship
between HR professional competencies and organisational performance is quite a difficult
obstacle to resolving the deliberation over the proper utilization of HR professional
competencies; he therefore provided fresh evidences from an illustration on the mechanisms
through which compensating HR professional competencies is capable of impacting the
behaviour of executives‘ in a method that eventually influences organizational performance.
Subsequently, in collaborating Levenson‘s (2005) view, Christiansen and Higgs (2008)
argued that while several researchers aver that HR professional competencies has the capacity
to offer organizations competitive edge, it is usually a challenge identifying which of the
competencies really does. They further emphasized that conducting a test for such
affirmations could be an intricate deviation in the culture of the organization, knowing that
culture is a significant factor that is inimitable.

However, Russell (2001) had earlier shown a nexus between business-related competencies
employed when selecting general managers and the successive performance of that unit.
But Levenson, Van der Stede, and Cohen (2005) later discovered a nexus between
business-related HR professional competencies employed when rewarding line managers as
well as unit performance of organizations. Consequently, Wright, Dunford, and Snell (2001)
emphasized that HR practices have the capacity to enhance organizational performance as
well as becoming a source of sustained competitive advantage. The existing competition in
the global market is tumultuous, and it encumbers the HR function in its endeavors to assist
management create and maintain competitive advantage they argued. The need for HR
professionals to master the necessary HR competencies such as; strategic positioner, credible
activist, capability builder, change champion, HR innovator and integrator, and technology
proponent, if they must function effectively has become imperative, and that mastery only
emanates having a knowledge of the concepts, logic, language, research skills, and HR
practices (Brockbank et al., 2002, Ulrich al., 2012). Additionally, mastery of the ability to
apply the acquired requisite experience in a particular business situation is what brings the
mastery that enhances organizational performance.

Lawler and Mohrman (2003) also argued that the need for HR professionals to become
effective strategic business partners has become crucial. Ulrich and Brockbank (2001)
further stressed the need for HR professionals to undergo the change process from strategic
business partners to wide-ranging providers to the success of the organization. According to
previous researches by (Boselie & Paauwe, 2004; Ramlall, 2006; Long & Wan
Khariruzzaaman, 2008), there is a positive relationship between certain HR competencies
such as; business knowledge, personal credibility, strategic contribution, HR delivery, HR
technology and strategic HR performance and organizational performance. In the views of
Losey (1999), a collection of HR professionals looking forward to the prospects of
transforming human capital strategy into an enduring competitive advantage is emerging. He
reiterated that the call to action in the human resource profession was initially made in the
1990s. Like never before, today, organizations are seeking improved ingenuity and
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efficiency in possessing the requisite competencies that will enable the expected result of
increased competitive advantage. The HR competencies itemized by these researchers are
similar to the latest HR competencies; strategic positioner, credible activist, capability
builder, and HR innovator/integrator developed by Ulrich et al., (2012).

Lee et al., (2011) in their study, however, emphasized that HR‘s challenge in taking up
critical roles at the management table was based on the increasing expectation of its
contribution to the organization. This challenge is becoming enormous since the necessities
are not merely fluctuating, but obviously developing. The HR task is presently depended
upon for expertise in the design of organizational structures and for the management of core
changes that will increase competitiveness, added to their conventional HR masteries. These
expected results need competency in the area of strategic contribution and the capacity to
provide HR functions effectively to enhance organizational performance.

The fact that people are the key assets that determines the advancement process of
organizations, and thus the significance of the knowledge, skills, attitudes and behaviors of
these people for the good of the organization is not debatable. However, Kovach, Hughes,
Fagan, & Maggitti (2002) argues that organizations do not possess absolute control over this
asset, yet they can utilize certain contraptions and techniques to wield some critical impact
over the way they perform regarding the attainment of the set goals of the organization.
Kovach et al., (2002) further argued that the concept of Electronic Human Resource
Management known as e-HRM, which is the adoption of technology in the delivery of HR
practices due to the global digital revolution, is a perfect tool employable by organizations
for the manipulation of the performance and behavior of people on whom they rely on for
the success of their organizations. Therefore, the need for HR professionals to acquire
competencies that will make them technology proponents is inevitable. Consequently, Ulrich
et al., (2012) emphasized that HR information systems have been applied in the
enhancement of efficient HR processes, in the areas of payroll processing, benefits,
healthcare costs, record keeping, and other administrative functions. They stressed that in the
latest competency survey, they observed a dramatic change in the implications of technology
for HR professionals, stating that high performing HR professionals are now applying social
networking technology in helping people stay connected with each other within the
organization and their customers. They further emphasized, that with the technology
proponent competency, HR professionals are beginning to increase their role in management
information, which includes identifying the information that require attention, bundling such
information‘s to usable knowledge, leveraging such knowledge into critical decisions that
ensure competitive edge for the organization.

Ulrich et al., (2008) argued that HR professionals as change stewards now called change
champions in the latest competency survey, facilitate changes in two ways, first by helping
enshrine the culture of the organization and secondly, they create an atmosphere of discipline
that initiates change within the organization.

Harold (2003) opines that the acquisition of project management competencies by HR
professionals enhances their efficiency and expertise in successful project execution, adding
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that the ability to complete such HR related projects within record time and within budget
helps organizations gain a competitive edge in the global market. Hashim and Chileshe
(2012) argued that the ability to effectively manage multiple projects is an emerging
competency that is critically significant for HR professionals if they must add value to their
organizations. They further argue that the number of HR related projects generated to ensure
sustained competitive advantage for organizations through its HR is on the increase.

Clark and Cooling (2005) posits that project management, which is an approach of work
organization, obligation and regulation is not perceived to be relevant by HR professionals,
however, it is a critical role that enables and supports project — based organizations, helping
them create effective team work, patterns of competence and management development that
help organizations gain competitive advantage. Collaborating the views of Clark and
Cooling (2005), Mugavin (2012) posits that the development of efficient project
management competency enhances other essential HR competencies that HR professionals
require to support their organizations in achieving set goals. Mugavin (2012) further argued
that competency in project management helps HR professionals to achieve crucial results
that meet the team, department and strategic requirements, complete projects in record time,
within budget as well as meet quality standards. The researcher stressed that project
management competency enables HR professionals to curtail the time of improvement, by
discovering methods of providing their objectives within a realistic time frame that enable
organizations prevent the business risk that gives them the competitive edge.

Advocates of competency might take a glance at all the effects and resolve that HR
competencies are precisely playing their role as envisioned. Nevertheless, it is believed that
there are various operational matters needed to be resolved before arriving at such
conclusions. Firstly, these studies are limited, in relation to the number of organizations that
employ HR competencies. The available empirical evidence supports the conclusion, which
states that HR competencies have the capability of improving an organization‘s performance
as in the cases reviewed. However, the evidence did not support nor disprove the assertion
that HR competencies actually improve organizational performance the way they are
characteristically executed in organizations.

However, this current study intends to ratify the above assertion concerning the relationship
existing between HR competencies and organizational performance in the consolidated
banking sector in Nigeria.

Therefore, the hypothesis states that:

H1: HR competencies comprising strategic positioner, credible activist, capability builder,
change champion, HR innovator and integrator, technology proponent and project
facilitator are significantly related to organizational performance.

3. Research Methods
3.1 Research Design

This research employed the quantitative method of research in the processing of the data
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collected on the competencies of HR professionals as it relates to organizational performance.
The study engaged the use of questionnaires that was developed for the purposes of data
collection.

Consequently, the hypothesis developed was tested for validation, while the variables
examined in the research comprises of the HR competencies and organizational performance.
With such timely information gathered, the researcher hopes to increase the level of
understanding linked to HR professional competencies to organizational performance. It also
highlights the strategic partner role. Also, the existing relationship between these variables is
considered and finally, the data gathered were analyzed using the Statistical Package for the
Social Sciences (SPSS) version 20 software. Most related studies on HR strategic partner
roles and competencies have utilized quantitative approaches as the selected research
strategy.

A comprehensive list of all the consolidated banks in Nigeria serves as the sampling frame in
this research. The organizational size of the banks in the sample frame, measured in a number
of HR professionals, range from 20 to 35. The age of the banks spanned from 5 to over a 100
years. The annual revenues of the banks varied from N70 million to less than N500 million.
All the respondents are employed in consolidated banks in Nigeria. The banks were
investigated in this study based on their vibrancy, organization, stability and relatively large
size. The expectations of HR are significant in the consolidated banking sector. Activities
such as organizational restructuring, mergers, international forays through expansion and
acquisitions and upgrading of technology in the consolidated banking sector in Nigeria
makes an HR department critical and vivacious. This is another reason why this industry is
selected for this research as all the consolidated banks in Nigeria engage in HR operations.

3.2 Sampling Technique

For this research to acquire the needed information, data were gathered from the consolidated
banking sector in Nigeria. Understanding that the issues examined in this study and the
methodology employed required a fairly large number of respondents to ensure an accurate
statistical analysis in the investigation, as the sample was chosen on the basis of cluster
sampling. According to Sekaran (2003), area sampling comprises geographical groups; which
entails the research of a population within an area — city, state, region, identifiable geographic
area. It might be specific boundaries in a vicinity. Hence, cluster sampling is described as a
method of group sampling in a region. The main reason for employing the cluster sampling is
to increase the efficiency of survey administration by reducing cost. Secondly, the generation
of a sample frame is usually readily available at cluster level. It is also suitable for survey of
institutions.

3.3 Population and Sample Size

This study employs a sample size consisting of the total population of HR professionals
within the consolidated banking sector in Nigeria. The entire respondents are HR
professionals who work for the consolidated banks located in South-West Nigeria. These
banks were selected because of their vibrancy, organization and comparatively enormous
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size. The list containing the number of banks was obtained from the Central Bank of Nigeria
(CBN) directory of consolidated banks in Nigeria, 2012.

The population of the HR professionals in the 20 consolidated banks in Nigeria as obtained
from the CBN directory is about 600. This study, therefore employed the sampling method
for research activities developed by Krejcie and Morgan (1970). In line with the above
sampling size table by Krejcie and Mogan (1970), the questionnaire was forwarded to 240
respondents, which comprises of HR professionals in the 20 consolidated banks located in the
South-West Nigeria, on an average of twelve (12) questionnaires per bank, with an
expectation that adequate responses will be retrieved for analysis.

3.4 Research Instrument on HR Competencies

Quantitative methodology is employed as a data collection tool for in this part of the study, the
concept of the research tool is drawn from the six competency areas with 20 competency
issues classified in the latest human resource competency survey (HRCS) conducted by Ulrich
etal., (2012). The project facilitator domain is an addition to this research, and that amounts to
24 competency factors, which exist in the seven competency areas being investigated. This is
the first part of the instrument.

The second part of the instrument is based on Ulrich‘s HR Role Model, as developed by
Ulrich and Brockbank (2005). It is used for testing the theoretical model for the strategic
partner role, which is a critical HR role discussed in Conner and Ulrich (1996), Ulrich (1997)
and Ulrich and Brockbank (2005). The research instrument employed in this study is the
survey design, aimed at determining the existence and extent to which strategic partner role
highlighted by Ulrich and Brockbank (2005) is practiced.

The third part of this research instrument was used to measure organizational performance.
This part of the instrument is an adaptation from studies previously done by Richard et al,
(2009) and Bourne and Franco-Santos (2010) on the measurement of organizational
performance. Organizational performance is measured by self-report rating of the participants
regarding the pointers of financial and operational performance, sustenance of profits, and
employee turnover and growth prospect for staff.

A self-reported rating system of organizational performance was utilized in this study for the
following reasons; firstly, because skewed performance measurement is broadly employed in
strategic studies (Lahteenmaki, Storey, & Vanhala, 1998, Golden, 1992) and several studies
indicate that a significant correlation exists amid skewed responses and fair measures
(Robinson & Pearce, 1988). Datta (1991) claims that managers are poised to state the
position of performance clearly as against other processes and approaches. Secondly, it
ensures that accountability among various organizations such as small, medium-sized and
large organizations were practiced. Furthermore, organizations are usually, reluctant in
rendering their financial details, and the financial data that are normally published can only
be obtained from large organizations that operate at the corporate level, which is why many
comparative studies trust on the self-reported rating about organizational performance
exclusively or jointly with unprejudiced financial pointers (Lahteenmaki et al. 1988, Richard
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et al., 2009, Chandra, 2009).
4. Data Analysis and Discussion of Findings
4.1 Tests of Normality

The test of normality is determined by the shape of the distribution and the normality
describes the distribution of the data. For a data set to be normally distributed, the mean is
expected to be at (0) and standard deviation at (1) (Groebner and Shannon, 1990; Lewis-Beck
et al., 2004), this plays a significant role in the underlying assumptions for multivariate data
analysis (Hair et al., 2006; Paschke, 2009). This study performed the Kolmogrov-Smirnov
and Shapiro-Wilk statistics to test the normalities of the data used in the study. A total of nine
(9) variables were utilized, and breakdown of the variables and their number of items
includes: strategic positioner (3 items), credible activist (4 items), credibility builder (3
items), change champion (2 items), HR innovator/integrator (5 items), technology proponent
(3 items), project facilitator (4 items), strategic partner role (10 items) and organizational
performance (10 items). The Kolmogorov Smirnov-Wilk statistics result is shown in Table 1.
Table 1 shows the results of the Kolmogorov-Smirnov statistics with Lilliefors significance
level that tests the normality of variables. This statistic test states that if the significance level
is greater than .05, that shows that normality has been attained. However, the Shapiro-Wilk
statistical test is usually calculated when the sample size is below one hundred. Therefore,
since the sample size of this study is 215 excluding outliers which is above one hundred, the
statistical value for Kolmogorov-Smirnov approach is implemented. Consequently, a critical
look at the table 4.3 reveals that all the variables attained normality in the test as they are all
greater than .05 significance level.

Table 1. Tests of Normality

VARIABLES Kolmogrov-Smirnov Shapiro-Wilk
Statistics df Sig. Statistics df  Sig.
Strategic Positioner 161 12 .200 .885 12 101
Credible Activist 287 5 .200 914 5 490
Credibility Builder .168 8 .200 965 8 .859
Change Champion 221 10 .200 922 10 54
HR Innovator/Integrator 124 21 .200 .968 21 699
Technology Proponent 172 18 170 943 18 323
Project Facilitator .169 17 .200 912 17 109
Strategic Partner Role .166 18 .200 .89 18  .046
Organizational Performance 145 7 .200 959 7 809

*. This is a lower bound of the true significance. a. Lilliefors Significance Correction
4.2 HR Competencies Level of HR Professionals Based on Each Domain

The first objective of this research is to identify the level of human resource competencies
among HR professionals in the consolidated banking sector in Nigeria. The mean scores for
each variable of the human resource competencies are shown in Table 2 as they reflect the
level of competencies possessed by HR professionals in rank.
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Table 2. Mean Scores of HR professionals Human Resource Competencies Level

N Mean Standard Rank
Deviation

Strategic Positioner 215 3.33 1.84 1
Credible Activist 215 2.44 2.63 6
Credibility Builder 215 2.67 2.24 5
Change Champion 215 3.25 1.33 2
HR Innovator/Integrator 215 2.20 2.25 7
Technology Proponent 215 2.84 2.13 3
Project Facilitator 215 2.82 3.87 4

As shown in Table 2, the HR professionals in the study responded by identifying the level of
HR competencies they possess, the results show that the level of HR competencies they
possess is highly significant in the areas of strategic positioner and change champion as the
competencies have the highest rankings, with the mean scores of 3.33 and 3.25 respectively,
while the HR Innovator / Integrator competency had the lowest mean score of 2.20.

These findings therefore contradicts the results of the study conducted by Ulrich and
associates in the sixth round of the Human Resource Competency Survey (HRSC) in 2012, as
presented by Brockbank et al., (2012), which emphasizes that human resource professionals
work adequately as credible activists, stating that the human resource professionals are more
efficient at the building of credibility through the establishment of relationships that ensure
trust, communication of vital HR and business related issues, that spur their ability to
advocate enthusiastically intuitive opinions capable of driving the business. But this study
conducted in the consolidated banking sector in Nigeria reveals otherwise, it emphasizes that
HR professionals function appropriately as strategic positioner and change champion. This
may be due to the pressure from the acquisition and merger exercise that is inevitable process
of consolidation in the banking sectors. According to Brockbank and Ulrich, (2003), if HR
professionals are unable to expedite change management practices, as well as adjust to
acquiring innovative transformation initiatives that are sustainable, it will be problematic for
them to work in environments where they are expected to make swift and crucial decisions
that will ensure the alignment of resources with the desired organizational changes.

Consequently, the need for HR professionals to improve trust thresholds in their relationship
with clients, which will reenact confidence is vital. Findings from this study, however,
revealed a significant development for HR in the Nigerian consolidated banking sector, since
the strategic positioner and change champion competencies are crucial in HR strategic
partnership. These competencies are vital if HR must be invited to the management table as
they are expected to add value to the organization. Consequently, results from the study
showed that HR innovator/integrator competency had the lowest score. HR
innovator/integrator underpins the rationality that HR practices should integrate towards the
creation and sustenance of major organizational capabilities that will impact business
performance significantly. However, based on the result above, this is obviously lacking in
the banking sector in Nigeria. This is also an indication that the HR professionals in the
Nigerian consolidated banking sector lack adequate competencies in the areas of optimizing
the human capital through the workforce planning and analysis, development of talent,
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shaping of organizations and the processes of communication and building a leadership
brand.

Therefore, based on the result of this study, it reveals that the HR professionals in the
Nigerian banking sector are yet to master or gain adequate competence as HR
innovator/integrator, which will also impede the level of strategic partner role they play in
this regard in their organizations.

4.3 Relationship between Human Resource Competencies and Organizational Performance

Table 3 reveals that all the seven (7) human resource competencies of HR professionals
investigated in the study have significant correlation with organizational performance.
Utilizing the Pearson Correlation Coefficient, the results show correlation values at .298,
781, 152, .245, .363, .897, and 584 respectively. This results supported the below
hypothesis;-

H1: There is a significant relationship between human resource competencies and
organizational performance in the consolidated banking sector in Nigeria.

This results reveals that all the human resource competency factors are significantly
correlated with the organizational performance. The result, therefore, fully supports an earlier
study by Ulrich et al., (2012), that pointed out that the domain of strategic positioner, credible
activist,  credibility builder, change champion, HR innovator/integrator and technology
proponent positively correlate with firm performance.

Table 3. Relationships Between HR Competencies and Organizational Performance

Pearson Correlation Organizational Performance
Coefficient
Strategic Positioner 298"
Credible Activist 7817
Credibility Builder 152"
Change Champion 245"
HR Innovator/Integrator 3637
Technology Proponent 897"
Project Facilitator 584"

**_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

The contributions of each of the HR competency domains to organizational performance
were analyzed, employing a multiple regression analysis in testing the variables. Results from
the analysis are stated in Tables 4.
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Table 4. Multiple Regression Analysis for HR Competencies on Organizational Performance

Independent Beta Sig R Adjusted Collinearity
Variables R Sq Statistics
992 984 Tolerance  VIF
Strategic Positioner 401 .000 107 9.317
Credible Activist .086 .000 251 3.981
Credibility Builder 031 .002 793 1.261
Change Champion -.015 .599 102 9.828
HR Innovator .073 .000 .612 1.634
Technology Proponent .860 .000 274 3.654
Project Facilitator -.003 767 586 1.708

Dependent Variable: Organizational Performance

Table 4 which addressed the contribution of HR competencies to organizational performance,
shows the beta value which reveals that, among all the HR competencies, the one with the
highest contribution to organizational performance is the technology proponent and strategic
positioner. This result leads us to the conclusion that the HR department in the consolidated
banking sector in Nigeria needs to focus more on the technology proponent and strategic
positioner competencies to ensure the delivery of prime value to their organization. In
addition, Ulrich et al (2012) stressed that these two competencies are relevant in today‘s
business milieu.

This result is supported by the research of Kovach et al., (2002) which examined the concept
of Electronic Human Resource Management known as eHRM, which is the adoption of
technology in the delivery of HR practices due to the global digital revolution, which is a
perfect tool employable by organizations for the manipulation of the performance and
behavior of people on whom they rely on for the success of their organizations. They further
opine that the need for HR professionals to acquire competencies that will make them
technology proponents is inevitable.

The findings of this research are also supported by the study of Mukherjee (2001), which
argue that HR professionals need the capability to impact technology for the practice of HR,
and utilize e-HR or internet-based straits in delivering value to organizations. The researcher
also argues that the speed at which technology and innovations are being developed is on the
increase.

Consequently, Table 4 is supported by Ulrich et al., (2012), which also emphasized that the
application of HR information systems has been in effect in the enhancement of efficient HR
processes, with regards to payroll processing, benefits, healthcare costs, record keeping, and
various administrative functions. They stressed that in the latest competency survey, they
observed a vivid transformation in the effects of technology on the HR professionals, stating
that veteran human resource professionals have began utilizing social interacting technology
in helping people to be in contact with one another within the organization and their
customers. They further emphasized, that with the technology proponent competency, HR
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professionals are beginning to increase their role in managing information, which comprises
the identification of information requiring attention, hustling such information‘s to functional
knowledge, leveraging such understanding into critical conclusions that ensure a competitive
edge for the organization. In view of the result in Table 4, this study concludes that it is
necessary for human resource to devote their attention on their technology proponent and
strategic positioner skills to be able to make a meaningful impact in their organizations.

5. Implications and Limitation of Study

This study points out that HR professionals in the consolidated banking sector in Nigeria
have traditionally functioned as support people in the organizations, however, new findings
emerged from this study showing that HR professionals are gradually becoming strategic
partners, but yet lack the confidence of top management to adequately allow them to fully
participate at the management table. This research reveals that the HR professionals are
deficient in certain competencies especially the competency of HR innovator / integrator.
Organization should provide resources for the improvement of HR professional
competencies in the identified areas of inefficiency, such as shaping the HR profession,
aligning strategy, capability, developing talent, driving performance and building a
leadership brand. Without this competency, it will be an uphill task for HR professionals to
ensure of a positive involvement in an organization and these are the most susceptible
capacities of HR professionals in the consolidated banking sector in Nigeria.

This research comprises of two hundred and fifteen (215) respondents, excluding outliers
drawn from the consolidated banking sector, located in the South West, Nigeria. Therefore, it
is impossible to generalize the findings to relate to the situation of all the human resource
professionals in Nigeria. Though, the findings of this study cannot be replicated in the general
HR competencies of HR professionals in Nigeria, yet it could be an exploratory research that is
capable of being extended in future. HR professionals from other industries in Nigeria can be
considered for future study.

6. Conclusion

This study measured the impact of HR competencies on organizational performance in the
consolidated banking sector in Nigeria. The findings, however, reveal that indeed the most of
the HR competencies contribute to organizational performance. Two most significant
competencies are strategic positioners and technology proponent are most critical in
improving organizational performance. The study also demonstrates that HR professionals in
the consolidated banking sector in Nigeria are deficient in certain HR competencies
especially in the competency of HR innovator / integrator.
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