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Portrayal of HRM Today
Change from administrative to strategic roles has been the defining element in Human Resources today. According to Righeimer (n,d.) most organizations in today’s business world consider the human resource department more of an administrative function and tend to ignore the need to align it with the strategic initiatives. Notably, this perception is based on the fact that the HR department is often viewed as the firm’s “cop” by ensuring all administrative functions are properly handled (Righeimer, n.d.). Today, most organizations have solely aligned the Human Resource management with administrative functions such as recruitment, training and performance appraisal of employees. The role of HR to enhance administrative effectiveness has often been viewed as its primary objective within the organization. Primarily, the presumption presented by the author is an accurate reflection of what happens in most organizations the HR personnel is not suited as business people thus inhibiting their ability to align the department with the organization’s strategy.

Significantly, Righeimer (n.d.) has pointed out the core factors that contribute to lack of alignment between the HR department and strategic planning of the organizations. These include too much focus on administrative functions, inadequate personnel competencies, lack of alignment with other department goals and the fact that HR is not measured in dollars. The author’s perception outline the current situation in most organizations who ought to shift their practices to achieve full potential. Noticeably, lack of HR personnel with the required competencies is the primary contributing factor as they fail to integrate their practices with other departments (Righeimer, n.d.). To achieve the full potential of the organization, it is essential to ensure that the department retains both its administrative functions and integrate with other departments to achieve the set objectives. Righeimer’s assertions highlight a major deterrent factor in most organizations as they are yet to attain their full potential based on the position and functions aligned with the HR department today. 

Considerably, the HR department requires vast improvement to enhance its ability in contributing to the overall organizational success. By highlighting the immense problems experienced by this department in today’s business world, it can be acknowledged that its potential is continually subdued by shortcomings that can be addressed. The enormous potential associated with the HRM department cannot be sidelined, but this calls for vast improvements to ensure it is aligned with the organization’s strategic planning (Hollenbeck & Jamieson, 2015). Aligning the HR with strategic planning is essential for every organization, but this cannot be attained without expanding its function beyond the administrative tasks. The HR brings great value to the organization, but its current practices signify that it is being ignored by the top management. 
Link between HR strategy and Organizational Strategy
Aligning the HR with the organizational strategy is a core requirement to facilitate its overall significance in the organization. According to Righeimer (n.d.), the first step is to recognize the department as a strategic set rather than its traditional administrative functions. Notably, the human capital leverages all the other sectors of the department. Therefore, the HR bears a significant potential for impacting value creation as it oversees the human asset. By capitalizing on this influence, the HR can be viewed more of an opportunity to the firm (Hollenbeck & Jamieson, 2015). This implies that the HR will be mandated with the jurisdiction to ensure that the employees are more centralized to value creation of the organization. Primarily, some of its administrative tasks such as performance appraisal and reviews supplement its ability to enhance this aspect by centralizing its efforts towards overall organization success. 

Becoming more aligned with the strategic plan of the organization does not call for HR to abandon its administrative functions. The responsibility bestowed to this department is of utmost importance, but this does not mean that its capabilities should be solely focused on human capital. For the HR department to be more aligned with the strategic initiatives, an array of options exist on how they can manage their administrative tasks. These include outsourcing or automation of its functions. Apparently, the department will still take part in the administrative duties but are presented with the opportunity to shift their focus on the strategic plans. For example, their training courses can be aligned with the organization’s strategic efforts by enhancing employee performance towards value creation. 

To achieve the link between the HR and the strategic plan, it is important to emphasize the role of HR in enhancing competitive advantage. The relationship between the strategy and the HR is highlighted by the existence of different skills within the department (Mitchell, Obeidat & Bray, 2013). Conversely, organizations deploy the use of different strategies to intensify their competitive advance. Therefore, the organization’s ability to implement the use of different strategies requires the acquisition of personnel with diverse skills. Significantly, this calls for strategic human resource management whereby the HR has to ensure acquisition of the human asset with the desired skills to enhance the attainment of the set goals. 
Document Presentation
When presenting this paper to a group of Company CEOs, substantial change needs to be made to improve ease of communication. Notably, the document is comprehensive thus the need to change it into power point fitted with bullet points and speaker notes. Significantly, this amplifies the emphasis on the main argument as it is a consistent format with more professionalism. By organizing the slides more professionally, it is simple to gain mastery of the content and enhance ease of comprehension from the audience. Additionally, the need to organize and restructure the document into a power point presentation is to create an illustrative backdrop of the content whereby the slides will provide a greater visual impact. 
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