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Establishing an all-round human resource in a growing global competition and rapid technological 
change remains a problem. Globally, capability to manage human capital, acquire, maintain and 
develop talent continues to diminish. As organizations grow, the original ideas continue to drift. Hence, 
human resource continues to receive harsh criticism for its inability to deliver its mandate. This paper 
investigates the influence of organizational work realities and HRD mandate capability in banking 
organizations in Nairobi County, Kenya. The main objectives pursued include (1) establishing the 
relationship between the strategy execution partner and the HRD mandate capability in banking 
organizations in Nairobi County, Kenya, and (2) determining the association between the administrative 
expert and the HRD mandate capability in banking organizations in Nairobi County, Kenya. A survey of 
banking institutions was used, while questionnaires, interview schedules and content analyses were 
used to gather primary data. The target population was 850 and a sample size of 272 was used. 
Statistical analysis was done with the aid of Statistical Package of Social Sciences (SPSS) software. 
The results were a confirmation of the problems facing human resource mandate delivery capability. 
This paper concludes that the two components of organizational work realities have a significant 
influence on HR mandate delivery capability. Therefore, it was recommended that organizations need to 
consider factors such as strategy execution partner and administrative expert, which are found to 
influence improving mandate delivery capability of human resource. Therefore, human resource should 
discontinue their non-value adding traditional practices to service delivery. 
 
Key words: Organizational work realities, strategy execution partner, administrative expert and HR mandate 
delivery capability 

 
 
INTRODUCTION 
 
Globally, it is recognized that the most important assets 
are no longer properties or machines, but humans. 
Moreover, companies continue to squeeze their hard 
assets to a limit where little could be gained by further 
trimming of hard assets. This is based on the fact that the 
future path to growth and long-term competitiveness lies 
in the capabilities, intangible assets and intellectual 
capital of companies (Ulrich, 1997; Senyucel, 2009; 
Mansfield, 2010; Hamlin, 2002; Dietz, 2005). This is 
where it is expected that human resouce should  step  up 

its game. Instead of taking part in the decision-making at 
the company level and business strategy development; 
shifting from administrational issues to fostering 
organizational learning and capability development, it 
continues with its traditional practices. At the same time, 
the entire organization needs to be truly involved and 
interested in human resources management (HRM), the 
new success factor of organizations (Szabla, 2007). 

According to Combs et al. (2006), Subramony (2009), 
Becker and Huselid (1998), Delery and Shaw (2001), and 
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Huselid (1995) study findings, scientific evidence 
indicates human resource (HR) practices, such as 
selectivity in hiring, incentive compensation, and job-
specific training, while development enhances 
employees’ knowledge, skills, and abilities (KSAs), 
increase employee autonomy and responsibility, and 
motivate employees to perform well through performance 
feedback and rewards that are positively related to 
organizational performance. It implies that human 
resource is anticipated to oversee recruiting, managing 
training and developing programs, designing initiatives to 
increase workplace diversity, yet its activities appear to 
be and often are disconnected from the real work of the 
organization (Acquaah, 2004; Burma, 2014; Bae and 
Lawler, 1999; McLean et al., 2008). HR often fails to 
provide practices, which ensures that talent is recruited 
and retained, cost minimizing procedures are invented 
and designed to help organizations reduce recruiting and 
hiring expenses (Pascale et al., 1997). This means that 
most organizations lack the opportunity to benefit from 
HR as an internal consultant.  

At the same time, HR practitioners ought to make use 
of scientific HR evidence in order to improve their 
decisions on what practices to implement within their 
organizations. The study findings of Briner (2007), Patel 
and Hamlin (2012), Pfeffer and Sutton (2000), Rousseau 
and Barends (2011) and Rynes (2012) show that it is not 
clear whether HR practitioners are aware of the results of 
the research that could boost the performance of their 
organizations. This leaves organizational practices and 
activities with knowledge gaps.  

Organizational drift is evident in most organizations. 
The loss of original idea initiated at the beginning by the 
founding members is always evident. Implementing the 
strategic vision, mission and goals reveals that HR lacks 
the drive to interpret and implement an appropriate 
corporate strategy. Issues related to quality in 
recruitment, training and development, motivation and 
promotion, among others, continue to be done in favor of 
loyalty, kickbacks, tribalism or nepotism at the expense of 
performance (Taylor and Stern, 2009; Garcia-Cabrera 
and Hernandez, 2014; Abadesco, 2015). This has denied 
organizations to realize skills and knowledge to better 
serve its customers and otherwise increase shareholder 
value (Armstrong, 2006). However, in most organizations, 
human resource function mainly plays policy police and 
regulatory watchdog. The unit is tasked to handle the 
paperwork involved in hiring and firing, manages the 
bureaucratic aspects of the benefits, and administers 
compensation decisions made by others (Dyer and 
Shafer, 1998; Jacobs, 1997; Kaizenlog, 2006; Datta et 
al., 2005). 

The drive and desire to capture the complex interaction 
between employee preferences and employer realities in 
different technological settings remains a difficult 
realization. This means that having an opportunity to 
identify   concrete   implications   and   develop    suitable  

 
 
 
 
strategic options useful to an organization is a tall order 
to human resource practitioners (Sadler-Smith, 2015; 
Rousseau, 2006; McGuire et. al., 2008). At the same 
time, inadequate practices and limited amount of 
research on how human resource practice change focus 
means that most organizations lack the capability to 
understand what parts of administrative work should be 
transferred to the organization, and how the transfer of 
workload can be successfully accomplished (Senge, 
2006). It also means determining if human resource 
practices being implemented are actually the intended 
practices. 

Although it is critical to develop understanding at the 
intersection of human resource functions and strategic 
management, the practices inadequately addresses this 
(Owen and Mundy, 2005). The studies and the practices 
in human resource fields have been developed in their 
own silos, since human resource practices have always 
shown to have limited strategic experience, and strategic 
researchers hardly have a background in human 
resource practices (Salem, 2008; Owen and Dietz, 2012; 
McKenzie et al., 2012; Hamlin, 2001a). However, without 
successful administrative human resource operations, 
HR function cannot achieve a strategic role. However, 
balancing old and new roles, and constantly extending its 
resources has been a challenge for HR function to 
achieve. Likewise, human resource practices have an 
inadequate or lacking ability to distribute its responsibility 
to the surrounding organization (Stewart and McGoldrick, 
1996; Hamlin, 2001b; McLean et al., 2004; McLean, 
1998, 2005, 2006, 2007). This has seen a continuing 
inability to free up resources for the HR function to act in 
its new strategic role. 

The HR professionals are experiencing a dramatically 
changed environment in the past decades. Although HR 
is mainly concerned with administrative aspects of 
managing personnel traditionally, the business world 
adapts to the opportunities and challenges of technology 
and globalization evolution (Owen and Dietz, 2012; 
Truss, 2001). This means that HR practitioners need to 
establish in them consultancy image to senior 
management. However, HR has not been able to balance 
administrative and leadership duties McLean and 
McLean, 2001; Kelly et al., 2004). Yet organisations 
continue to be inadequately staffed. There is normally 
under/overstaffing with talented employees, yet HR is 
recruiting. Although administrative expertise can be 
useful in enabling HR to provide the right number of 
people who have the skills, knowledge and experience 
that the organization needs to function profitably, it is 
hardly planned. This would give HR a unique opportunity 
to partner with other functional areas to own the services 
it provides them.  

Moreover, organizations continue to lack the capability 
of unlocking the cost- and time-saving benefits of 
technology. The expertise in establishing an employee 
self-service website empowers workers  to  manage  their  



 
 
 
 
personal data, address changes, direct deposit details 
and beneficiary designations that are critically moved, yet 
HR cannot provide such expertise. At the same time, the 
desire to make employees discharge their artistic skills of 
talent at their convenience with a few clicks instead of a 
few forms, while freeing HR manpower to concentrate on 
strategic planning is important, but most organizations 
inadequately practice it (Mohrman and Lawler, 1997). 
Applicant tracking systems automate candidate 
screening; online learning management systems offer 
self-paced, yet consistent training and orientation are as 
well essential, but are hardly delivered by HR (Suki and 
Suki, 2011; Morgan, 2007). 

Failure to provide expertise direction is a threat to 
change facilitation. Although HR is familiar with the legal 
and transactional aspects of employment, it has 
inadequately identified inefficiencies that management 
may overlook (Shook and Roth, 2011; Senyucel, 2009; 
Sial et al., 2011). Ability to demonstrate its deep 
knowledge of the labor law, trade union bargaining, 
dealing with difficult employees and keeping of personal 
data accurately is hardly missing in HR capabilities. It 
ends up implementing those requirements evolving from 
changes in legislation, regulation, work and safety rules. 
Equally, most organizations have failed to introduce 
modern HRIS solutions that can eliminate the manual 
entry of data, identify data sources about employees for 
the entire organization, and assume full responsibility for 
the development of the source (Sisson and Storey, 
2000). It means that there is inability of agile HR 
management, which ensures that employers recruit 
employees and develop existing ones effectively to 
narrow the gap between current personnel capacity and 
the capacity needed to stay competitive in the global 
marketplace. 

The HR practitioners in most organisations fail to dig 
deeper to understand whether, and the extent to which, 
certain practices solve particular sorts of problems and in 
what contexts, as well as whether those practices could 
be harmful instead of doing good and whether the 
benefits they may accrue outweigh the costs (Tubey et 
al., 2015; Stewart, 1998). This could be the reason why 
annually, the analysis of training needs is carried out in 
most organizations. This has always made training needs 
assessment to miss its target. Hence, continued training 
needs survey annually, or drive to have same training 
without advancing to the next level. Being an 
administrative expert can equip HR managers with a 
rethinking capability of how they work and questioning 
where long-standing, people-related policies and 
procedures can be improved across the organization. 
This is a recognition that human resources are in the best 
position to ask whether faster is better. Hence, HR could 
help reduce organizational drifting, but the opposite is the 
case. Even proposing cross-training as a way to give 
departmental flexibility is not pursuable.  

It implies that HR profession has failed to reengineer its 
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delivery of service, yet becoming an administrative expert 
can help in creating efficient infrastructures, both for HR 
processes and for the organization as a whole. Human 
resources professionals juggle a wide range of 
responsibilities, from recruitment to retention and 
everything in between. However, these four tasks rate 
tops for difficulty (Ulrich, 1997; Lee, 2007; Kohut and 
Roth, 2015). Identifying and hiring candidates for open 
jobs, conducting employee terminations or layoffs, 
managing benefits and perks programs, ensuring internal 
and external compensation equity, and facilitating 
organizational change are problems that HR has failed to 
successfully deliver.  

Thus, organizations continue to suffer from having HR 
incapable of fulfilling the business partner role, the 
strategic role, the change agent role, internal consultant 
role and the service delivery role. The HR hardly 
develops integrated HR strategies, intervene, innovate, 
and operate as internal consultants and volunteer 
guidance on matters concerning upholding core values, 
ethical principles and the achievement of consistency. 
This continues to deny HR an opportunity to focus on 
business issues and work with line managers to deliver 
performance targets. They contribute to improving 
organizational capability, the ability of the organization to 
perform effectively and thus reach its goals. 
Nevertheless, they are required to act as change agents 
and internal consultants. 
 

 

Significance of the study 
 

The results of this study will assist in the promotion of 
building organizational work realities framework that 
offers locally customized outcomes and impacts. The 
results will further assist those engaged in HRD practices 
to improve their knowledge about best practices in order 
to maximize HRD mandate capability achievements.  

It is hoped that the study will enable policy makers, 
such as the Ministry of Labour, and the Ministry of 
Planning and Devolution and Vision 2030, to come up 
with approaches and practices that will enhance the 
process of checking the imbalance in organizational 
development, particularly the workforce (CIPD, 2015). 
Even though the study focuses on few areas of human 
resource development and in one county, the findings 
and the outcome could be relevant to practitioners in 
other industries with particular emphasis on the various 
stages involved in organizational development and HRD 
mandate capability. The findings will enable the national 
and county governments to have first-hand experience on 
the benefits of an all-inclusive development and 
management of organizational excellence.  
 
 

Literature review 
 

Human resource is that part of the management  process 
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that specializes in the management of people in 
organizations (Bratton and Gold, 1999; Hamlin, 2007). 
Most research and scholarly thought has been focused 
around the question of what is human resource 
development. These thoughts lack a single agreement of 
answering this question. They continue to struggle to 
provide a formal definition. However, they all agree that 
human resource development is focused, in some way, 
on the people, the contexts, outcomes, or values of this 
focus on people; in this case, the workforce (Hamlin and 
Hatton, 2013; Holton, 2004). 

Briner et al. (2009) and Rousseau (2012) in their 
research found out that HR needs to make decisions and 
integrate best available facts from different reliable 
sources. These sources may include the best available 
scientific evidence with evidence from the local context, 
HR own judgment, and the viewpoints of relevant 
stakeholders. This approach could make HR to be 
familiar with basic scientific evidence. However, the 
findings further suggest that HR practitioners are not 
evidence-based. It was found out that their knowledge 
level of the research evidence on effective HR practices 
can only be described as “fair.” Across the six countries, 
including Finland, South Korea, Spain, the Netherlands, 
Australia, and the United States, the overall percentage 
of correct answers ranged from 52% to 61%, with an 
average of 57%. Practitioners were generally most 
knowledgeable about training and development items 
(the highest proportion of correct answers in five 
countries and the second highest proportion of correct 
answers in South Korea) (Tenhiälä et al., 2014). 
However, these studies did not focus on how this nature 
of failure affects the successful implementation of the 
business strategy, but also on protection of organizational 
drift, incorporating employees, leading from a different 
place and instilling mental discipline by HR remain 
uncertain. 

It means that integrating HR activities closely with 
management and ensuring that they serve a long-term 
strategic purpose is hardly realised. According to Briner 
(2007), the findings indicated that 26% of HR 
professionals claimed that being a strategic partner is the 
most challenging part of their jobs. Moreover, HR 
considered the legal issues to be particularly stressful, 
since one misstep in the termination process can lead to 
a time-consuming and expensive lawsuit for the 
company. This confirms the findings of Briner et al. 
(2009) that HR practitioners lack adequate capability to 
dig deeper in understanding the extent to which 
developed and implemented or desired practices solve 
particular sorts of problems and in what contexts. The 
findings further showed that the HR practitioners are not 
capable of determining the harm rather than good these 
practices might be doing and also if the benefits they may 
accrue outweigh the costs. This is an indication that most 
HR lack adequate evidence based on decision making, 
hence   poorly  heads  learning  and  development,  talent  

 
 
 
 
management and reward, among others (van Aken, 
2007, 2009). 

Apart from that, HR needs the ability of knowing how to 
conduct effective and insightful exit interviews. This can 
help the HR practitioner identify the reasons why a 
business loses employees. The benefits of this is 
understood to help in laying out strategies of designing 
and developing framework and policy procedures for a 
plan to help improve retention in the future. According to 
Rousseau (2012) strategic partnership, executive or 
administrative expertises are desired values of HR 
practitioners, but they fail to attain substantial evidence of 
such ownership. This means that HR practitioners are not 
capable of acting as business partners, developing 
integrated HR strategies, intervening, innovating, and 
operating as internal consultants and volunteer guidance 
on matters concerning upholding core values, ethical 
principles and the achievement of consistency, thereby 
involving in strategic decision-making processes and 
workplaces within which sophisticated methods and 
techniques are sabotaged. 

The theories of critical thinking, planned behaviour, 
social learning and planned change were used in this 
study. The theory of critical thinking involves an 
integrated approach to analyze, organize, and deal with 
issues (Glaser, 1984; Hamlin and Reidy, 1997, 2005; 
Hamlin et al., 1998, 2011; Hamlin and Sawyer, 2007). 
This process include careful analysis of facts, 
understanding the relationship of ideas, considering past 
influences, and being able to look at situations in new 
ways (Brockbank et al., 1999). This theory helps in the 
understanding of the procedure that human resources 
must apply to deliver its mandate to the organizational 
situations. However, the findings of past studies, as 
shown in the previous literature, indicate that HR 
practitioners lack adequate capability to come up with 
evidence-based strategic decision making and also 
enhance own capability of being internal consultants. 

Moreover, on the theory of planned behaviour, 
behaviour is a function of beliefs relevant to behavior. It is 
these salient beliefs that are considered to be the 
prevailing determinants of a person’s attitudes, intentions 
and behaviour (Ajzen, 2002). It implies that people 
automatically acquire an attitude towards behavior. In this 
way, people form favorable attitudes towards behaviors 
that are believed to have desirable consequences and 
negative attitudes towards behaviors associated with 
undesirable consequences (Hatton, 2001; Ajzen, 2002). 
This means that HR practitioners should play the most 
powerful role in establishing the desirability and credibility 
of the approaches to achieve the desired actions for an 
individual. This means that the larger the number and 
variety of individual desires to create an environment of 
excellence in a particular organization, the greater the 
probability that the organization will enjoy the benefits of 
those efforts (Veciana, 2004). However, HR practitioners 
are not capable of incorporating employees, leading  from  
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Figure 1. Conceptual framework showing link between the two variables. 

 
 
 

a different place and instilling mental discipline, thereby 
advancing organizational drift (Hendry and Pettigrew, 
1990). 

Likewise, social learning theory describes how 
situations influence leadership actions. This is a process 
where relationships, whether formal or informal, 
generated by individuals in their interaction with other 
individuals try to obtain an expected reward in the 
market. The theory helps HR to build techniques or 
approaches that build social capital among employees at 
all levels of an organization (Tsang and Kwan, 1999). 
However, the theory does not provide key factors to 
follow to achieve success in social capital building in 
individuals. So the benefits of social capital, such as 
facilitating access to information, reducing transaction 
costs by allowing the coordination of activities, and, 
finally, facilitating collective decision-making is hardly 
achievable (Grootaert and van Bastelaer, 2001). Its 
accumulation through its use and also depreciated or 
destroyed is not manageable (Svendsen and Svendsen, 
2004). 

Further on, the complexity theory provides more 
strengths than weaknesses in incorporating employees, 
leading from a different place, instilling mental discipline 
and organizational drift. It provides a useful conceptual 
framework for dynamic and flexible analysis to be 
effective in carrying out more comprehensive studies 
(Bourne, 2007; Cooke-Davies et al., 2007; Johnson, 
2004). The complexity theory accepts that there are 
simply unknowns when handling projects and the best 
manner to handle these would be to have a flexible 
process rather than a rigid contingency (Weiss, 2000). 
The theory further adds that too many individuals believe 
that certain systems are predictable and can be modeled 
mathematically, thus becoming a major stumbling block 
towards the acceptance of complexity theory. It links the 
organizational management to the external forces and 
the universe to determine success. 

Finally, the theory of planned change includes four 
elements that describe the process of change in the 
individual, group, Institution or society. These four related 
elements include field theory, group dynamics, action 
research and the three-step model of change (Tsang and 
Kwan, 1999; Wolfberg, 2006; Vince, 2008). Taken 
together, the first three elements emphasize the 
importance of focusing change in the larger group. 
Individuals are constrained by group pressures, and 
changes made to  group  norms,  roles,  interactions  and 

socialization processes will instigate changes in the 
individual. For change to be continuously implemented 
successfully, it must be a participatory and collaborative 
process that assists individuals in reflecting and gaining 
new insights on the importance of change in their 
situation and how to go about making necessary changes 
(Burnes, 2004). 

The conceptual framework of this study is based on the 
HRD mandate capability framework that focuses on four 
major elements in order to build human capital for high 
performance and enhanced service delivery (Mudor and 
Tooksoon, 2011). These elements include capacity 
development initiatives, organizational support initiatives, 
governance and institutional development initiatives, and 
economic growth and development initiatives (Republic of 
South Africa Report, 2009). This is in line with the 
paradigm shift from a focus on hard financial based 
values, for example, profitability, towards a balance 
between them, and soft values such as integrity, respect 
for employees and sustainability has begun in 
companies, the economy and society. It is recognized 
that people when they are strategically organized are 
fundamental to organizational success. However, in 
situations where the same people fail to operate as 
organized, thereby lacking direction of control, then the 
worst would be anticipated (Ketschau, 2017). This implies 
that when HRD is unable to fulfill its mandate functions 
and roles of having influences on recruited individuals to 
become employees and make them competent to 
organizational desires, then it cannot build human capital 
for high performance and enhanced service delivery. 

There are four components of independent variables 
for organizational work realities, while the dependent 
variable has four dimensions. Historically, humans have 
been recognized as critical to delivery of requested result. 
These dimensions are graphically represented and 
presented in Figure 1. 
Figure 1 presents a graphical view of the topic indicating 
that human resources can improve on its mandate 
capability to deliver on reversing drifting organizations, 
incorporating employees, leading from a different place 
and instilling a mental discipline when the real-world 
environment of organizational work is considered. 
Therefore, dimensions such as the strategy execution 
partner and the administrative expert are anticipated to 
have a direct link and influence on the mandate capability 
of human resources development. 

The review of the literature on HRD mandate  capability 
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shows that most scholars have focused on development 
and management approaches, since people are likely to 
start a business within the age range of 25 to 44 (Liles, 
1974). As Henderson and Robertson (2000) also stated, 
the future working environment will depend on the 
creativity and individuality of young people. However, 
indeed, relatively little is known about young adult views 
on HRD mandate capability. 

There is an agreement from the previous literature that 
HRD is an important tool in realizing organizational 
excellence. It has also been widely researched that 
organizational competency, competitive edge and insight 
agility are challenges that have never been fully 
accomplished since ancient times (Zubair et al., 2012; 
Zellars and Fiorito, 1999). Moreover, organizational drift, 
incorporating employees, leading from a different place 
and instilling mental discipline are still problems facing 
organizations in the face of HRD even though it continues 
to deliver on its mandate. No study findings have 
indicated approaches to improve HR capability to deliver 
on its mandate in these four dimensions. Likewise, there 
are also inadequate studies on which factors in the 
organizational work realities framework influence HRD 
mandate capability.  

Apart from that, organizational practices lack direction 
on any importance of organizational work realities 
frameworks. Furthermore, literature is lacking on the 
thesis dimensions of organizational work realities 
frameworks. These include strategy execution partner, 
administrative expert, employer-employee champion and 
continuous transformation agent. Equally, on the 
dependent variable indicator dimensions on HRD 
mandate delivery, little studies have been found on the 
success in reversing organizational drift, incorporating 
employees, leading from a different place and instilling 
mental discipline, thus continued challenge and total 
failure experienced in organizations.  

All these studies clearly show that in the Kenyan 
context, there is still a vacuum in knowledge generation 
of the influence of some of these factors reviewed in the 
literature. Therefore, this study aims at contributing 
towards addressing this knowledge gap. So this study 
explored any influence of organizational work realities 
framework using the four dimensions on HRD mandate 
capability.  
 
 

MATERIALS AND METHODS 
 

This section presents the research methodology that was 
used to obtain and analyse the data collected. 
 
 
Research design 
 
This study adopted a mixed research design. This 
focused on both quantitative and qualitative description of 
trends, attitudes or opinions of a population by studying a 

 
 
 
 
sample of that population. 
 
 
The study area 
 
The study area was the banking institutions in Nairobi 
County, Kenya. Nairobi County has various financial 
institutions offering financial and non-financial services. 
However, most of these institutions have deviated from 
their original ideas. Becoming innovative and strategically 
creative remains a challenge in this sector. In recent 
times, most banks have demonstrated their inability to 
self-regulation or control. This has led to the closure of 
most banks, insurance, SACCOs and other institutions in 
this sector owing to mega malpractices. Some are still 
under receivership management. 
 
 

Target population 
 
In this study, the target population comprised of 850 
employees from selected financial and non-financial 
institutions in the banking sector in Kenya. 
 
 

Sample size and sampling technique 
 
Sample of this study was 272 participants. This is based 
on the recommendation of Roscoe (1975), who 
suggested that the sample size should be greater than 30 
and less than 500. A stratified random sampling method 
was used where sampled employees were categorized, 
and equal proportional representation of each stratum 
was considered for selection, as shown in Table 1. 

A sample size was also determined based on these 
registrants. A formula propounded by Cochran (1963, 
1977) was used to determine the size as follows: 

 

 
 
Where n is the sample size, N is the population size, and 
℮ is the level of precision (95%; e = 0.05), given that 
N=850 (Target population)℮

2
. Therefore, n= 850÷ (1+ 

(850*0.05
2
)= 272, hence from the above a sample of 272 

respondents  was selected for the study. 
 
 
Research instruments 

 
The instruments used to collect data were 
questionnaires, interview schedules and document 
analysis (Kothari, 2004; Kerlinger, 1973). The Likert scale 
was used because it is generally considered the most 
useful type of scale for use in a group-testing situation 
(Mugenda, 2008) and is easy to administer. The 
questionnaires were presented in the form  of  statements  
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Table 1. Stratified sample size procedure. 
 

S/N Category of population Target (%) Sample size determination Sample size 

1 Senior 15 .15*272 41 

2 Middle 20 .20*272 54 

3 Junior managers 25 .25*272 68 

4 General HR staff 40 .40*272 109 

 Total 100  272 
 

Source: Author (2017) 
 
 
 
of a 1 to 5 Likert scale for respondents to score 
statements that describe organizational work realities and 
HRD mandate capability. 
 
 
Data collection procedure 
 
The letters requesting permission to conduct the research 
were obtained from the National Commission for Science, 
Technology and Innovation (NACOSTI), Moi University. 
These, together with the covering letters, were attached 
to the questionnaire and requested the respondents to 
participate in this study. These letters enhanced 
negotiations for access to individual environments and on 
the detailed modalities of conducting the research, such 
as dates and times of visits to various sites.  

Data collection was performed by the researcher. This 
study used primary data collected through questionnaire 
forms distributed to sampled participants. The 
questionnaires consisted of both closed and open-ended 
questions. The questionnaires had two main sections, 
where section one dealt with the demographic 
characteristics of the participants, and section two sought 
information on the organizational work realities and HRD 
mandate capability. The interview schedule and the 
document analysis schedule were also used in data 
collection. 
 
 
Pilot study 
 
A pilot study was conducted in similar institutions in 
Kisumu County where taken from organizations in the 
banking sector. The process was repeated again using 
the same respondents. The results of the instruments 
were subjected to the statistical package for social 
sciences through which reliability was determined. The 
necessary adjustments to the questionnaire and the 
content of the document analysis were made as a result 
of what the findings of the pilot study revealed. 
 
 
Validity and reliability of the study 
 
The    test-retest    reliability   method   of   data   involves 

administering the same instrument twice to the same 
subjects (Khan, 2008). To ascertain the reliability of the 
questionnaire, a reliability test was run. The reliability test 
used Cronbach’s alpha (Nunnaly, 1978). From the 
findings, the independent variables had alpha values that 
exceeded the prescribed threshold of 0.7 (Gliem and 
Gliem, 2003). This will mean that the constructs of 
organizational work realities and successful HRD 
mandate capability, as both independent and dependent 
variables, respectively, have sufficient reliability. This 
implies that the study can be undertaken using the two 
variables; that is, organizational work realities and HRD 
mandate capability. 

The content validity of the instruments was determined 
in two ways. First, the researcher discussed the items in 
the instruments with his colleagues. The advice given 
helped the researcher determine the validity of the 
research instruments. The study applied different 
techniques to assess the face and construct validity. In 
order to ascertain face validity, the initial questionnaires 
were passed through routine editing after it was given to 
the panel of experts. They were asked to respond to the 
questionnaires. The result determined the degree of 
comments received and the necessary adjustment made 
in accordance with the comments from the panel of 
experts to enhance clarity. 
 
 
Data analysis 
 
The obtained data were analyzed using descriptive 
statistics. Multiple regression analysis and Pearson’s 
correlation coefficient were obtained to establish the 
influence and relationships between independent and 
dependent variables. During the analysis, the 
classification and tabulation of data collected was first 
performed. The completed questions were selected and 
edited to ensure completeness and consistency. Coding 
of data was done to convert responses into measurement 
that could be statistically analysed. Descriptive statistics 
were used to describe the data collected from the 
research. This included the mean and standard deviation. 
Measures of central tendency were used to determine the 
mean score from the group of scores in the study. The 
mean was then used to draw  conclusion  on  the  results.  
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Table 2. Response Rate of Respondents. 
 

Participant strata N Returned Not Returned Sub-Total 

Top level managers 95 40 (14.7%) 55 (20.2%) 95 (34.9%) 

Lower level employees 177 160 (58.8%) 17 (06.3%) 177 (65.1%) 

Total 272 200 (73.5%) 72 (26.5%) 272 (100.0%) 

 
 
 
Measures of variability were also computed to show 
variance within population and this was done using 
standard deviation. Qualitative data were analysed using 
frequency tables and percentages, and charts were used 
to describe and summarize the data. A multiple linear 
regression model was used to predict the capability of 
delivering HR mandate. In addition, the β coefficients for 
each independent variable generated from the model 
were subjected to a z–test, in order to test each of the 
hypotheses under study. The regression model used for 
testing is shown as follows: 
 
Y = α + β1X1 + β2X2+Ɛ    (1)  
 
where Y is the human resource mandate delivery 
capability (HRMDC), α is a constant, and β1, β2, β3 and β4 
are coefficients indicating rate of change and the 
capability cap of HR mandate delivery capability as 
affected by the real-world organizational work 
represented by its two dimensions. X1 is the strategy 
execution partner (SEE), X2 is the administrative Expert 
(AE), and Ɛ is the error term.  

All these were done with the help of statistical package 
for social sciences (SPSS) version 25. These tests were 
two-tailed, with significant levels measured at 95% 
confidence level with significant differences recorded at p 
< 0.05. 
 
 
Ethical considerations 
 
Permission to carry out the study was sought. The nature 
and the rationale for the study were explained to the 
respondents by the researcher. The study respected the 
individuals’ rights and also safeguarded their personal 
integrity. In the course of this study, the respondents 
were assured of confidentiality, anonymity and also 
assured of their free will to participate and, when 
necessary, have the ability to withdraw from the study at 
any time. There were no names or personal identification 
numbers to reflect in the questionnaires, except for the 
numbering and identification of data during data editing. 
 
 
Delimitation of the study 
 
The purpose of this study was to evaluate the role of 
organizational   work  realities  on  HR  mandate  delivery 

capability. The target population was the organizations in 
the banking industry. The study was delimited by the fact 
that organizational work realities on HR mandate delivery 
capability with specific focus on organizations in the 
banking sector focus on organizational drift, incorporating 
employees, leading from a different place and instilling 
mental discipline. However, it is understood that these 
are not the only indicators of HR mandate delivery 
capability and that there may be other influential factors. 

Indeed, many more factors contribute to the HR 
mandate delivery capability, which includes flexibility of 
the organizations, acceptance and allowance of HR to be 
included in upper level of decision making. Therefore, the 
study targeted senior, middle, junior managers and 
general HR staff. The study was also delimited by the fact 
that it used the appropriate sample size and sampling 
methods in enabling the generalization and even 
specification of the findings. This study sought views of 
the organizational work realities on HR mandate delivery 
capability in the banking industry in Nairobi County, 
where it has been a tumultuous year for the banking 
sector that has been beset with corporate scandals, the 
latest one being the recent capping of base lending rates 
by the government. This limited banks from charging their 
lending rates beyond certain limits, thereby eating part of 
their earnings. It also made banking institutions to select 
their clients carefully unlike before (Kobia and 
Mohammed, 2006). On top of this, many banks, which 
are headquartered in the City of Nairobi, are grappling 
with a raft of regulations such as capital requirements 
directive, directives on handling graft money from the 
public and the new central bank of Kenya regulatory 
requirements, among others. It is critical for banks to 
focus on ways to restore their performance competence 
by incorporating employees, leading from a different 
place and instilling mental discipline. 
 
 
RESULTS AND DISCUSSION 
 
Out of the 272 sampled respondents surveyed, only 200 
successfully completed and returned the questionnaires, 
resulting in a response rate of (73.5%). This was good 
enough for data analysis (Table 2). According to 
Mugenda and Mugenda (2003), a response rate of 50% 
and above is acceptable. Therefore, a return of 200 
(73.5%) of the questionnaires was considered a success 
and acceptable for this research. The  results  are  shown 
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Table 3. Distribution of respondents’ demographic information. 
 

Variable Frequency Percent (%) Valid percent (%) 

Current highest education level    

Valid    Primary/Secondary 05 2.5 2.5 

            Certificate 05 2.5 2.5 

            Diploma 12 06 06 

           Bachelor’s Degree 136 68 68 

           Master’s Degree 42 21 21 

HR department length of existence    

Valid    1-2 yrs 18 9.0 9.0 

            3-6 yrs  54 27.0 27.0 

            7-9 yrs 36 18.0 18.0 

            10-12 yrs 70 35.0 35.0 

            Over 12 yrs 22 11.0 11.0 

Level of experience in HR    

Valid    1-4 yrs 18 9.0 9.0 

            5-8 yrs  18 9.0 9.0 

            9-12 yrs 44 22.0 22.0 

            Over 12 yrs 120 60.0 60.0 

Duration in current institution    

Valid    Less than 10 years 17 8.5 8.5 

            10-30 years  138 69.0 69.0 

            30-40 years 36 18.0 18.0 

            40-above 9 4.5 4.5 

Level of importance    

Valid    Very important 126 63.0 63.0 

            Important  54 27.0 27.0 

           Not important 20 10.0 10.0 

            Total (N) 200 100 100 

 
 
 
in Table 2. 

The results in Table 3 showed that the majority 136 
(68%) of respondents had bachelor’s degree, including 
masters, participants portray an image of possession of 
better knowledge, skills of educational training level. This 
should enable HR practitioners to practice techniques 
and approaches that manage costs during recruitment 
and hiring, talent development and retention, reward 
incentives creation, and any other approaches that 
enable organizations to benefit from individuals employed 
and the practices and activities implemented. These 
findings agree with those of Kalpana (2017) who found 
out that high level of education is said to benefit not only 
the employees but also the organizations. However in the 
study findings by Land (1986) and Mink et al. (1994), it 
was discovered that today literacy rate is high, but 
organizations are still faced with the capability to acquire 
competency and deliver excellence. 

The other demographic factor was the existence of HR 
department in the organization, which the results 
indicated that the majority 70 (35.0%) of participants 
approved that HR department has existed for 10-12 
years.   However,   of   importance   is   54   (27.0%)  who 

indicated that the existence is for 3-6 years. It infers that 
HR is still a young idea in the area of banking operations. 
This may be a factor to be understood in pursuit for the 
establishment of HR mandate delivery capability. 
Likewise, it is an indication that HR remains a new 
concept in the banking sector, and in particular in Kenya 
at large. It is not clear why HR has not developed 
techniques that help control malpractices, such as 
inappropriate handling of graft money, violation of central 
bank of Kenya regulations on bank reserves, customer 
money withdrawals, and ban lending rates. However, HR 
is required to have a deep understanding, adaptation, 
adoption and application of changing paradigms. It infers 
that HR is still a young idea in the area of banking 
operations. This may be a factor to determine its 
capability to deliver on its mandate. Burma (2014) 
confirmed the results and discovered that HR experience 
is a cumulative wealth of knowledge and skills gathered 
from length of the department in an organization. 

Further on, the results in Table 3 indicated that majority 
120 (60%) of the participants stated that they possessed 
over 12 years of experience. This high level of 
experience   should   be   strong   enough  to  enable  the  
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department of human resources be in a position to deliver 
on its mandate. It should strengthen the capability of the 
human resource department to deal with the challenges 
of organizational drift, incorporating employees, leading 
from a different place, and instilling mental discipline, all 
of which many organizations struggle to overcome. This 
level of experience should be tapped into the young 
department, shown above, to make it relevant to current 
HR challenges including transformation to tackle the 
paradigm shifts. These findings concurred with those of 
Hurt (2010), Bratton and Jeffrey (2003) and Acquaah 
(2004). 

Moreover, Table 3 showed that the majority 138 
(69.0%) of respondents have been in organizations for a 
period of between 10-30 years, which is an implication 
that these respondents should have mastered possible 
critical areas in their wealth-creating solutions group for 
these organizations. They should be in a position to 
understand well the challenges that the HR department 
should be dealing with and what actually the organization 
is looking for so that order can be restored in 
organizations. However, the practice portrays HR unit 
with inadequate experience, lacking reliable facts that 
could be integrated into their practices. 

Similarly, the findings showed that the majority 126 
(63.0%) of the sampled respondents indicated that the 
HR department is very important in the organization. 
These findings are in agreement with those of Peters and 
Waterman (1982), where organizations realize their quest 
for excellence, and then only rediscovered the 
importance of the human side of the enterprise. However, 
the provision of expected human competitive advantage 
provision through excellence syndrome has never been 
automatic. 

The results in Table 3 have furthermore showed that 
the human resource has not been able to deliver on its 
mandate. However, respondents were aware that HR 
functional unit is useful in organization excellence 
building. By determining its strength in mandate delivery 
capability, it builds intricate business understandings, 
manages from the future, creates a relentless discomfort 
with the status quo, harnesses setbacks, encourages 
uncompromising straight talk, promotes inventive 
accountability and understands the quid pro quo 
dimensions that were measured. Only promoting 
inventive accountability scored the highest, 130 (65.0%), 
with the rest accounting for less than 15%. These 
findings concur with the findings of Gathaiya (2017). In 
his findings, he stated that corporate scandals in the 
banking sector in Kenya are attributed or related to weak 
corporate governance practices, poor risk management 
strategies, lack of internal controls, and weaknesses in 
regulatory and supervisory systems, insider lending, 
ineffective laws, poor financial sector oversight, a base 
sector culture with overbearing political and executive 
corruption, and conflict of interest, among others. It was 
also found that the majority  128 (64.0%)  of  respondents  

 
 
 
 
at the time of the survey were aware of the usefulness of 
the HR in delivering excellence to the sampled 
organizations. 

The HR mandate delivery capability was also found 
wanting. These results concur with the findings of Reilly 
(2006) and Aslam et al. (2013) who reported that HR has 
failed to centralize activities where there are scales 
advantages, and also keep close to customers where 
decentralization is necessary. The HR strategies, policies 
and practices have not been able to be introduced and 
maintained to cater for everything concerning the 
employment, development and well-being of people, and 
the relationships that exist between management and the 
workforce. Thus, HR has failed to play a major part in the 
creation of an environment that enables people to make 
the best use of their capabilities, realize their potential for 
the benefit of both the organization and themselves and, 
by improving the quality of working life, to achieve 
satisfaction through their work.  

Furthermore, according to Ulrich (1998) and Burma 
(2014), HR should be defined not by what it does, but by 
what it delivers. Thus, failure to provide approaches that 
deliver the HR capability dimension indicator is a 
challenge to organizations and threatens acceptance and 
the possibility of creating HR in organizations. Therefore, 
the capability to deliver its mandate is critical in 
determining HR usefulness.  

In addition, the results pointed out that the majority 112 
(56.0%) of the respondents confirmed that members of 
the department and the entire department lack the 
capacity to deliver HR mandate. These results concur 
with the findings of Stewart (2015) and Burma (2014) 
who indicated in their findings that HR and its entire 
department has failed to prove that it is no longer a cost 
center, but a profit making department; thus, the 
executives (owners of organizations), board of directors, 
CEOs and top leadership in organizations have failed to 
recognize HR as a unit useful to organizations, apart from 
just being a cost generating department. According to 
Vince (2014), it is upon the HR department and its people 
who must deliver their mandate to prove that it is no 
longer a cost center, but a profit making department. 

Table 4 shows the results on the dimensions of the HR 
Mandate delivery capability that included organizational 
drift, incorporating employees, instilling of mental 
discipline, and leading from a different place.  
In the case of organizational drift, incorporating 
employees, leading from a different place and instilling of 
mental discipline dimensions were found short of 
theparticipants’ agreements. In all four dimensions, there 
were strong agreements that organizations faced 
excellent difficulties among these dimensions. This is an 
indication that there is still a problem. HR is not capable 
to deliver on its mandate. 

The results in Table 5 further showed that in terms of 
HR delivering on its mandate of intervention challenges 
among   organizational   drift,   incorporating   employees,  
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Table 4. Frequency distribution that organization faced excellence difficulties . 
 

Type of variable  SD D N A SA Total 

Valid Organizational drift f 17 22 15 36 110 200 

  % 8.5 11.0 7.0 18.0 55.0 100 

 Incorporating employees f 9 10 0 80 101 200 

  % 4.5 5.0 0.0 40.0 50.5 100 

 Leading from a different place f 12 14 0 88 86 200 

  % 6.0 7.0 0.0 44.0 43.0 100 

 Instilling mental discipline f 12 9 0 16 163 200 

  % 6.0 4.5 0.0 8.0 81.5 100 
 

SD, Strongly Disagree; D, Disagree; N, Neutral; A, Agree; SA, Strongly Agree. 
 
 
 

Table 5. Frequency distribution that HR has delivered its mandate of intervention challenges intervention type. 

 

Type of variable  SD D N A SA Total 

Valid Organizational drift f 114 72 0 14 0 200 

  % 57.0 36.0 0.0 7.0 0.0 100 

 Incorporating employees f 121 11 0 14 54 200 

  % 60.5 5.5 0.0 7.0 27.0 100 

 Leading from a different place f 101 51 0 29 11 200 

  % 54.5 25.5 0.0 14.5 5.5 100 

 Instilling mental discipline f 131 19 0 37 13 200 

  % 65.5 9.5 0.0 18.5 6.5 100 
 

SD, Strongly Disagree; D, Disagree; N, Neutral; A, Agree; SA, Strongly Agree 

 
 
 

Table 6. Distribution of human resource development mandate delivery capability. 
 

Statement  SD D N A SA Total 

Recruiting talent to fit strategy 
f 138 14 0 17 31 200 

% 69.0 7.0 0.0 8.5 15.5 100 

Controlling benefits cost, managing differing 
expectations and need, retooling skill-sets and 
succession planning 

f 113 67 0 11 9 200 

% 56.5 33.5 0.0 5.5 4.5 100 

Crafting and managing an integrative, high performance, 
and customer focused culture 

f 108 53 0 16 23 200 

% 54.0 26.5 0.0 8.0 11.5 100 

Developing and refining flexible work arrangements 
f 87 70 0 22 21 200 

% 43.5 35.0 0.0 11.0 10.5 100 

Leveraging technology 
f 100 73 0 19 8 200 

% 50.0 36.5 0.0 9.5 4.0 100 

Strategic partner in the business development processes 
f 104 68 0 16 12 200 

% 52.0 34.0 0.0 8.0 6.0 100 

Partner in creating “value-added” work systems and 
processes 

f 149 25 0 18 8 200 

% 74.5 12.5 0.0 9.0 4.0 100 

 
 
 
leading from a different place and instilling of mental 
discipline dimensions, there were more than 50% strong 
disagreements that HR is delivering on its mandate of 
interventional challenges. 

By further measuring human resource development 
mandate delivery capability, Table 6 showed seven items 
that were tested on a 1-5 point Likert Scale. The findings 
showed that  strongly  disagree  was  recorded  in  all  the  
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Table 7. Frequency distribution on importance of strategy execution partner. 
 

Opinion  Frequency Percentage (%) 

Valid Yes 176 88.0 

 No 24 12.0 

 Total 200 100 

 
 
 

Table 8. Distribution of components of the strategy execution partner considered most important. 

 

Components type Frequency Percentage (%) 

Valid Organizational architecture definition 29 14.5 

 Organizational audit conducting 38 19.0 

 Renovating methods identify 22 11.0 

 Take stock of its own work and set clear priorities 111 55.5 

 Total 200 100 

 
 
 

items in which HR lacks the desired capabilities. These 
findings are in agreement with those of Crichton (2018) 
that HR departments have starry-eyed idealists mind of 
seeking a mission-oriented, with the thought that they are 
going to make a difference in organizations they join. This 
leaves them with the blind incapability syndrome to 
interpret the organizational environment so that they can 
prove their relevance. In the end, these leaders could 
lead to an organizational drift (OD), and even winning the 
confidence and trust of the employees that HR brought to 
the organizations has declined. 

The results in Table 6 are indications that HRD has 
failed to deliver on its mandate, which has had impacts 
on sales and earnings increases, improve execution, get 
management team working better together and grow 
international business, and application of real know-how 
and proven methodologies to implement real value 
creation solutions. This has also resulted in the inability of 
HRD to ensure that execution for improved performance; 
financial performance improvement, top-line growth and 
innovation, strengthened management teams, processes 
and systems, international growth and execution, and 
improved operational performance are realized, resulting 
in continued organizational drift, lack of employee 
incorporation, inability to lead from a different place, and 
failure to instill mental discipline. As such, HR lacks a 
convincing mandate capability to convince top 
management and line managers that they can elevate 
their professional role by being desired agents of change 
for creating a high-performance culture. 

The results in Table 7 indicate that the majority 176 
(88.0%) of respondents were aware of the changing 
environment for HR practitioners, and the entire HR 
profession must change to become or continue being 
relevant in delivering goals and objectives of the 
organization. The strategy execution partner can 
influence   the   HR   executives   to  be   found  useful  in 

participating with senior and executive management in 
the strategy formulation stage. It can add value to the HR 
quality of practice, whereby instead of just implementing 
and supporting strategic activities for the organization, 
HR become engaged in the strategy formulation decision 
making, thereby becoming a partner to the decision 
making of an organization. 

It is important to understand that HR has been 
grappling with the image of merely being a cost center 
and a traditional image of police administrative policies. 
Redeeming this image has proved difficult for HR. Hence, 
with the influence of the strategic execution partner, HR 
may be able to discover new opportunities and become a 
revenue center from only a cost center. This is possible 
since HR can be developing some outsourcing activities 
of talent pool for maximizing human asset utilization. 
These findings concur with the findings of Lawler and 
Boudreau (2009), that the strategic execution partner can 
help HR in recruitment, developing the recruited to fit 
certain roles to lead and perform, by organizing and 
managing them in order to support optimum HR mandate 
delivery capability. 

The results in Table 8 indicate that the majority 111 
(55.5%) of respondents were of the opinion that taking 
stock of its own work and establishing clear priorities is 
the component considered most important for the 
strategy execution partner on real-world realities of work 
in organizations. This infers that the respondents found it 
useful for HR in its mandate delivery capability to be able 
to participate and lead the strategic planning process so 
that HR is involved from the beginning stage, helps in the 
development of a simple document that communicates 
the plan in easily understandable terms for all employees, 
align HR strategy with the new organizational strategy so 
that all HR programs are linked and can affect the 
strategy, redo job descriptions, update new behaviours 
and   competencies   it   requires   to   make  the  strategy  



Oyomo et al          18 
 
 
 

Table 9. Distribution of statements of strategy execution partner dimension on influencing HR mandate delivery capability. 
 

S/N Statement  SD D N A SA Total 

1 
Creates a line-of-sight understanding that bridges the gap 
between overall strategy and individual performance. 

f 20 33 0 52 95 200 

% 10.0 16.5 0.0 26.0 47.5 100 

         

2 

Provides frameworks that can help HRD to identify the 
underlying model of the organization’s way of doing 
business. For example, strategy, structure, rewards, 
processes, and people. HRD can also be aided by 
distinguishing seven components in an organization’s 
architecture: strategy, structure, systems, staff, style, skills, 
and shared values. 

f 25 36 0 44 95 200 

% 12.5 18.0 0.0 22.0 47.5 100 

         

3 

Helps in providing means for articulating architecture 
explicitly, which enables avoiding managers of being myopic 
about what drives strategy implementation and what stands 
in its way. 

f 9 16 0 74 101 200 

% 4.5 8.0 0.0 37.0 50.5 100 

         

4 

It is critical in helping HR managers identify which 
components of the company must change in order to 
facilitate strategy execution. Again, HR’s role is to shepherd 
the dialogue about the company’s blueprints. 

f 12 18 0 75 95 200 

% 6.0 9.0 0.0 37.5 47.5 100 

         

5 

Provides HR managers with ways to take the lead in 
proposing, creating, and debating best practices in culture 
change programs, and strategy implementation 
requirements, making HR managers responsible for bringing 
state-of-the-art approaches in creating this structure to senior 
management’s attention. 

f 10 17 0 74 98 200 

% 5.0 8.5 0.0 37.0 49.0 100 

         

6 
It forces HR to acquire new skills and capabilities, allowing 
HR to add value to the executive team with confidence. 

f 11 20 0 77 92 200 

% 5.5 10.0 0.0 38.5 46.0 100 

         

7 
Provides a condition enabling HR to impel and guide serious 
discussion of how the company should be organized to carry 
out its strategy. 

f 16 14 0 74 96 200 

% 8.0 7.0 0.0 37.0 48.0 100 

 
 
 
successful, and also align all rewards and performance 
management processes to the desired business 
outcomes. This can help solve the problem where HR 
waits for a strategic plan handed over to it for 
implementation. A strategic plan it has never participated 
in developing since the leadership team creates and 
gives to managers and frontline employees to execute. 
The challenge would be what happens between 
leadership and management. 

The influence of the strategic execution partner may 
have an influence on HR by enabling it play a critical role 
in strategy implementation planning. For example, those 
activities related to learning and the growth perspective of 
the organization in line with its balanced scorecard, which 
is based on its strategy where it is used. Furthermore, 
since HR has a niche in the understanding of human 
capital in the organization; with the inclusion of the 
strategy execution partner, HR may  be  able  to  discover 

new opportunities leading to savings from human capital 
expenditure, thereby becoming a revenue generating 
department and a talent pool for maximizing human asset 
utilization. 

However, in the findings of Lawler and Boudreau 
(2009), it was discovered that although HR does have a 
strategic partner role in organizations, it varies and is not 
in its entirety. Their findings further indicated that HR did 
not make much progress in achieving a full strategic 
partner role. This is an indication that, although the 
majority of respondents agreed on the importance of 
strategy execution partner and its components, it is still a 
new practice in most organizations. 

The results in Table 9 show that that the majority 95 
(47.5%) of respondents strongly agreed with the 
statement that HR can create a line-of-sight 
understanding that bridges the gap between the overall 
strategy and individual performance. This  infers  that  the  
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strategy execution partner could influence HR by making 
it part of the strategy formulation and decision making, as 
this would make HR to have an insight of the strategic 
direction as formulated, making it easy for 
implementation, including designing and developing 
necessary programs to ensure success is realised. It can 
also influence HR capability in finding new opportunities 
so as to save in its program design and development, 
including through human capital operations, as well as 
recruitment and talent retention. 

Further on, the respondents on the statement that, HR 
would receive help in providing means for articulating 
architecture explicitly, enables avoiding managers from 
being myopic about what drives strategy implementation 
and what stands in its way. The majority 101 (50.5%) of 
the respondents strongly agreed with the statement that 
HR helped in providing means for articulating architecture 
explicitly, which enables avoiding managers from being 
myopic about what drives strategy implementation and 
what stands in its way. This can influence HR towards the 
ability to identify the underlying model of an 
organization’s business models, such as strategy, 
structure, rewards, processes, and people. In a practical 
example, HR can be asked by senior management to 
play the role of an architect called into an already-
constructed building to draw up its plans. In this case, HR 
as an architect must make right and correct 
measurements; calculate dimensions; note windows, 
doors, and staircases; and examine the plumbing and 
heating infrastructures. At the end, a comprehensive set 
of blueprint plan containing all the building’s parts and 
showing how they work together will have been 
developed. 

Moreover, the same results indicated that respondents 
strongly disagreed with the statement that the strategy 
execution partner is critical in helping HR managers 
identify the components that must change in order to 
facilitate strategy execution. Also, the majority 95 (47.5%) 
of respondents strongly agreed with the statement that 
the strategy execution partner is critical in helping HR 
managers identify the components that must change in 
order to facilitate strategy execution. Furthermore, HR’s 
role is to shepherd the dialogue about the organization’s 
blueprints. This implies that HR can be able to guide 
management through a rigorous discussion of culture, 
competencies, rewards, governance, work processes, 
and leadership, all tailored to the strategic goals. This 
means that HR can now be held accountable for 
understanding what requires an immediate improvement 
in the organization. 

In addition, these results indicate that the majority 98 
(49.0%) of respondents strongly agreed with the strategy 
execution partner that can influence HR by providing HR 
managers with ways to take the lead in proposing, 
creating, and debating best practices in cultural change 
programs, and the strategy implementation requires 
assigning HR  managers  to  be  responsible  for  bringing  

 
 
 
 
state-of-the-art approaches to create this structure to 
senior management’s attention. It also infers that HR will 
be made capable in identifying ways of reengineering the 
organization to remain competitive. 

Likewise, these results indicate that the majority 92 
(46.0%) of the respondents strongly agreed with the 
statement that the strategy execution partner can force 
HR to acquire new skills and capabilities allowing HR to 
add value to the executive team with confidence. This 
infers that HR function will master a strategic partner role 
of the CEO, bracing the organization for the continued 
stiff competition of the best talent. In this competition, the 
senior HR officer must become a very important decision 
maker and a strategic force in an organization, like CEO, 
CFO and CIO. 

Finally, the results in Table 8 show that the majority 96 
(48.0%) of respondents strongly agreed with the 
statement that the strategy execution partner can provide 
a condition enabling HR to impel and guide serious 
discussion of how the company should be organized to 
carry out its strategy. It inferred that strategy execution 
partner will influence HR function to climb in the 
organization ranking and take a strategic and more 
central role, which currently stands at the lower than 
expected level in adopting the HR strategic practices. 
Also, HR must acquire new skills and capabilities in order 
to perform the kind of in-depth analysis that an 
organizational audit involves. These new skills and 
knowledge will allow HR to add value to the executive 
team with confidence.  

These findings disagree with the findings of Kearns 
(2014) that strategy execution partner is critical in making 
HR capable of choosing strategy options, designing the 
organization structure to support strategy, and evaluating 
merger and acquisition opportunities. It infers that HR can 
continue with its traditional functions minimally as it 
strives to assume a new role of strategy execution 
partner. The traditional functions included administrative 
services and business-partner role. However, in modern 
times, strategic role is a requirement of HR to play a key 
role. In this case, HR personnel must form part of the 
senior management and executive team in strategy 
formulation. However, in the findings of Taipale (2016), it 
was found out that although the new strategic and more 
central role for HRM is clearly called for, it is not easy to 
achieve. Most companies try to make their HR function 
strategic but fail in the transformation process. Although 
many organizations see the importance of strategic HRM 
and commit resources for the HRM change, they fail in 
the transformation process.  

HR functions do not achieve its intended role, or the 
intended role ends up being unsuitable for the 
organization. While there are companies with highly 
skilled and strategic HRM practices, most companies still 
see their HR functions as administrative supporting 
functions. A large body of research proves the link 
between strategic HRM practices  and  an  organization’s  
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Table 10. Distribution of administrative expert to be important for HR mandate 
delivery capability. 
 

Opinion  Frequency Percentage (%) 

Valid Yes 185 92.5 

 No 15 7.5 

 Total 200 100 

 
 
 

Table 11. Distribution of components of the administrative expert considered most important. 

 

Components type Frequency Percentage (%) 

Valid Traditional image shedding 56 28.0 

 Credibility in efficiency improving 43 21.5 

 Center of expertise creation 57 28.5 

 Finding and fixing processes 44 22.0 

 Total 200 100 

 
 
 

financial success, but even this proof has not accelerated 
the actual adoption of strategic HRM. Most organizations 
that have tried to renew their HR function’s role have 
failed to do so. Also, they found out that many in HR seek 
but never seem to arrive at their destination. At the same 
time, many professionals continue to lament at HR more 
as an administrative service or a compliance function 
than a business partner, which has slowed the realization 
of new roles. 

Moreover, in understanding the importance of 
administrative experts towards HR Mandate delivery 
capability, the results in Table 10 show that the majority 
of respondents understood the importance of the 
administrative expert component for HR mandate delivery 
capability. Although there is this understanding, the 
current HR practices have continued to maintain their 
traditional image of rule-making policy police, and unable 
to make sure that all the required routine work in 
companies is done well. However, in order to move from 
their old role as administrators into their new role, HR 
must improve the efficiency of both their own function and 
the entire organization. This infers that HR is no longer 
concerned with administrative aspects of managing 
personnel only. The HR managers must act more as 
consultants to senior management and line managers, 
hence a balance in administrative and leadership duties. 

The administrative expertise of HR can make HR to be 
focused on all aspects of tasks relating to managing HR 
issues or running the whole organization. HR managers 
must make sure that departments and the organization 
operate more efficiently through helping in governance 
enhancement, while maintaining compliance with many 
employment laws and standard practices. Organizations 
do this more efficiently through effective implementation 
of a human resources information system. This gives 
managers automated ways to ensure that personnel 
processes comply  with  the  law.  The  HR  professionals 

must remove their traditional tag of administrators and 
prove their role of administrative experts. Sticking to the 
past role of rule-making, policy police does not improve 
the quality of HR work and costs were lowered, generally 
by removing steps or leveraging technology. 

The results in Table 11 indicate that the majority of 
respondents were of the opinion that the center of 
expertise creation 57 (28.5%) and traditional image 
shedding 56 (28.0%) are the components considered 
most important for administrative expert of real-world 
realities. The problem with the traditional role of HR 
function is that it makes HR remain buried in 
administrative work with no sight to business or strategy. 
In such a case, the HR cannot predict the future, since it 
is incapable to create it. However, with the inclusion of 
administrative expert, HR can be redeemed off its 
traditional image and by changing the traditional image; 
HR will be able to lead from a different place instead of 
remaining in a comfort zone and not recognizing any 
organizational drift taking place. This infers that the focus 
of the HR function is to shift from administrative issues to 
fostering organizational learning and capability 
development.  

Moreover, with the center of expertise creation as an 
important aspect that influences HR, it will help in the 
understanding of the global economy, which is continually 
being shaken by disruptive forces affecting both social 
and professional life. Having a center of expert created 
will enable HR to create desired changes in the day-to-
day work of employees and the tools they use and that of 
entire organizational processes, for example, recruitment, 
talent creation and retention, reward and succession 
planning among others and, hence, affect bottom-line HR 
mandate delivery capability. Without such center of 
expertise, then the emerging trends like the increasing 
degree of process automation will greatly affect the level 
of   specialization   required   of    HR    employees,    and  
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Table 12. Degree of your agreement or disagreement with real world of organizational work statements. 
 

Statement  SD D N A SA Mean STD Total 

Creates discomfort in environmental forcing 
HR managers to shed their traditional 
image of rule-making policy police, and 
routine work in enabling them to improve 
the efficiency of both their own function and 
the entire organization. 

f 7 14 0 55 124 4.3750 1.03912 200 

% 3.5 7.0 0.0 27.5 62.0   100 

          

Provide an environment, which enhances 
betterment of processes that can be done 
better, faster, and cheaper. It makes it easy 
to find and fix critical processes 

f 7 10 0 63 120 4.3950 .98173 200 

% 3.5 5.0 0.0 31.5 60.0   100 

          

Is able to improve efficiency and build 
credibility, which, in turn, will open the door 
for it to become a partner in executing 
strategy. 

f 8 13 0 102 77 4.1508 .97306 200 

% 4.0 6.5 0.0 51.0 38.5   100 

          

Is useful in enhancing ability for one to 
rethink how work is done throughout the 
organization. 

f 12 20 0 88 80 4.0200 1.16032 200 

% 6.0 10.0 0.0 44.0 40.0   100 

          

Create centers of expertise and a shared 
organization to gather, coordinate, and 
disseminate vital information about market 
trends, for instance, or organizational 
processes.  

f 20 18 0 88 78 3.9500 1.25514 200 

% 10.0 9.0 0.0 44.0 39.0   100 

 
 
 
investment in the HR department may be reconsidered if 
it cannot match the required new role. It is important for 
HR to focus on policies and strategies initiation and on 
the role played by individual actors and departments in 
putting these policies into practice. 

These findings concur with the findings of Hamlin 
(2015) who found out that in order to navigate the 
changing HR landscape and respond to both 
opportunities and risks at an early stage, an 
understanding of possible human resources in the future 
is imperative and capture the complex interactions 
existing between employee preferences and employer 
realities in different organisational settings in order to 
help HR capable of identifying concrete implications and 
develop suitable strategic options. 

The results in Table 12 show that the majority of 
respondents strongly agreed with the statement that 
administrative expert can have an effect on HR mandate 
delivery capability by creating discomfort environment, 
thereby forcing HR managers to shed their traditional 
image of rule-making policy police, and routine work in 
enabling them to improve the efficiency of both their own 
function and the entire organization. 

This infers that HR must no longer relax in its traditional 
comfort zone of the administrative aspects of personnel 
management. This component forces HR managers to be 
consultants to senior  management,  help  in  running  the 

whole organization, resulting in HR departments and 
entire organization to operate efficiently. Being an 
administrative expert may influence HR aspect of 
balancing between administrative and leadership duties. 
Moreover, it can also influence HR to develop a capability 
of finding and fixing different processes so that they are 
done better, faster, and cheaper. A benefit that can prove 
HR relevancy in organizations apart from being 
considered as cost generating centre only.  

According to the study findings of Choi and Ruona 
(2011), companies that embrace the findings and fix such 
functional HR processes record impressive results. It 
leads to the realization of a fully automated and flexible 
benefits program that employees manage without 
paperwork; helps the organization maintain compliance 
with many employment laws and standard practices; use 
of technology to screen résumés and reduce the cycle 
time for hiring new candidates; efficient and effective 
implementation of a human resources information system 
and the creation of an electronic bulletin board that allows 
employees to communicate with senior executives. 
These practices improve the quality of HR mandate 
delivery capabilities and costs are lowered, through 
simplifying and shortening longer steps or by leveraging 
technology. 

In the next item, those who strongly disagreed with the 
statement   that   administrative   expertise   provides   an 



 
 
 
 
environment for HR, enhances the betterment of 
processes that can be done better, faster, and cheaper. 
The majority of respondents strongly agreed with the 
statement that administrative expert can have an effect 
on HR mandate delivery capability by providing an 
environment for HR enhancing betterment of processes 
that can be done better, faster, and cheaper. It makes it 
easy to find and fix critical processes. Currently, the 
results in this study indicate that HR is incapable of 
delivering its mandate; for example, it is incapable to 
provide practices that control organizational drifts, cannot 
manage from a different place, instill mental discipline 
and failure to incorporate employees into the process. 
This has continued to make HR incapable of 
understanding the organizational realities of work. Hence, 
senior managements and line managers keep wondering 
whether HR is necessary in modern organizations.  

The administrative expert can have effects on HR by 
helping it to reengineer its delivery of service, and create 
efficient infrastructures, both for HR processes and for 
their businesses as a whole. This enables HR 
professional to improve its mandate delivery capability so 
as to be able to provide the necessary tools needed for 
the organization to operate successfully, be able to 
discover new and evolving trends that will be beneficial to 
the company and advise management accordingly, 
always conduct research to find out what is obtainable in 
other firms that makes them tick and advise 
management, be an information manager, and be able to 
manage the overall labour costs in organizations and 
plan for administrative budgets.  

Further on, respondents who strongly disagreed with 
the statement that administrative expertise can have an 
impact on HR to be able to improve efficiency and build 
credibility, which, in turn, will open the door for it to 
become a partner in executing strategy accounted for 8 
(4.0%), disagree 13 (6.5%), neutral 0 (0.0%), agree 102 
(51.0%) and strongly agree 77 (38.5%). This implied that 
the majority of respondents agreed with the statement 
that administrative expert can have an effect on HR 
mandate delivery capability by enabling it to improve 
efficiency and build credibility, which, in turn, will open the 
door for it to become a partner in executing the strategy. 

Since it has proved difficult for HR to improve its 
functional processes, define the target processes, 
develop “as is” models, challenge underlying 
assumptions, develop “should be” models, implement, roll 
out, market and measure business impact; there is a 
miss in a realities of organizational work, which HR is not 
compliant to. 

Likewise, those who strongly disagreed with the 
statement that administrative expertise can have an 
impact that it is useful in enhancing ability for one to 
rethink how work is done throughout the organization 
accounted for 12 (6.0%), disagree 20 (10.0%), neutral 0 
(0.0%), agree 88 (44.0%) and strongly agree 80 (40.0%). 
This implied that the majority of respondents agreed  with 
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the statement that it is useful in enhancing ability for one 
to rethink how work is done throughout the organization. 

On the last item of measure, the statement was to 
create centers of expertise and a shared organization to 
gather, coordinate, and disseminate vital information 
about market trends, for instance, or organizational 
processes. The results in Table 11 show that those who 
strongly disagreed with the statement that administrative 
expert can have an impact on HR to create centers of 
expertise and a shared organization to gather, 
coordinate, and disseminate vital information about 
market trends, for instance, or organizational processes 
accounted for 20 (10.0%), disagree 18 (9.0%), neutral 0 
(0.0%), agree 88 (44.0%) and strongly agree 78 (39.0%). 
This implied that the majority of respondents agreed with 
the statement that administrative expert can influence HR 
to create centers of expertise and a shared organization 
to gather, coordinate, and disseminate vital information 
about market trends, for instance, or organizational 
processes. 

This is useful in helping HR to be capable of being 
consulted internally, which will save the company money 
and also improve organizational competitive situation in 
ensuring that an organization’s human capital serves the 
best interests of the company; advise companies on a 
wide range of issues involving its workforce; work to 
ensure that the company is effectively using its personnel 
to achieve its stated goals, while also ensuring that the 
workforce is operating at a high level of productivity and 
efficiency. This can convince senior management leaders 
and executives to turn to HR for their input on 
organizational strategy. This would save HR the failure to 
deliver on its mandate of incorporating employees and 
instilling mental discipline. These findings concur with the 
findings of Cardillo (2012) who stated that senior 
management and executives are realizing that human 
capital and its people can quite literally make or break 
organizational success, both short- and long-term. 

Table 13 presents results of the 
regression analysis of the strategy execution partner and 
administrative expert, which influence the HR mandate 
delivery capability. These indicated that all components 
of organizational real-world realities; that is, strategy 
execution partner and administrative expert have positive 
relationship with HR mandate delivery capability. It 
means that the high level of organizational drift, leading 
from a different place, incorporating employees and 
instilling mental discipline, the improved state of HR 
mandate delivery capability in the fine line of functional 
service delivery.  

From the results in Table 14, strategic execution 
partner and administrative expert are all significantly and 
positively correlated to HR mandate delivery 
capability(HRMDC). The results shows that strategic 
execution partner and administrative expert are positively 
and significantly associated with HR mandate delivery 
capability   with   summary    of    Pearson’s    correlations  
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Table 13. Organizational work realities and HR mandate delivery capability. 
 

Model constant 
Unstandardized coefficients Standardized coefficients 

β Std. error Beta t-value Sig. R
2
 

HR mandate delivery capability 8.500 12.010  4.228 .000  

 -.167 .083 -.816 -2.000 .018 .667 

Administrative expert 4.000 .854  4.684 .000  

 .699 .132 .408 .632 .043 .699 

Strategy execution partner 4.316 .866  4.985 .000  

 .547 .113 .162 .232 .033 .647 

 
 
 

Table 14. Correlations of overall variables. 

 

  HRMDC AE SEP 

HRMDC Pearson correlation 1 0.790* 0.650** 

 Sig. (2 tailed)  0.006 0.000 

 N 200 200 200 

     

SEP Pearson correlation 0.650** 0.552** 1 

 Sig. (2 tailed) 0.000 0.016  

 N 200 200 200 

     

AE Pearson correlation 0.790* 1 0.552** 

 Sig. (2 tailed) 0.008 0.016  

 N 200 200 200 
 

**Correlation is significant at the 0.01 level (2 tailed);  *Correlation is significant at the 0.05 level (2 tailed) 

 
 
 

Table 15. The coefficients of multiple regression analysis. 
 

Model  Unstandardized coefficient Standardized coefficients 

β Std. error Beta t Sig. 

(Constant) 8.500 2.010  4.228 .000 

SEP -.647 .113 .162 .232 .033 

AE .699 .132 .408 .632 .043 
 
a
. Dependent variable HRMDC 

 
 
 
showing that all were positively and significantly 
correlated to HR mandate delivery capability of the 
sampled banking organisations (r=0.650; 0.790; 
0.01>ρ<0.05).  

Strategic execution partner was moderately strong and 
positively related to HR mandate delivery capability (r = 
0.650, ρ<0.01), an indication that strategic execution 
partner accounted for 65.0% of HR mandate delivery 
capability, while the administrative expert has significantly 
the strongest positive correlation to HR mandate delivery 
capability (r=0.790, ρ<0.05), explaining that 79% of HR 
mandate delivery capability is accounted for by 
Administrative Expert component. 

HRMDC = α0 + β1SEP+ β2AE + ε  2 
 
8.5+.647SEP+.699AE+ε   3 
 

Tables 14 and 15 show a direct positive regression 
between all independent variable components and 
between SEP and AE in the dependent variable HRMDC. 
Statically, there is a significantly direct positive regression 
between the two components of organizational work 
realities; SEP and AE on the HR mandate delivery 
capability. This direct positive regression indicates that 
increasing a unit of all the two components of the 
independent   variable   leads   into   an   increase  in  the 
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Table 16. Relationship between strategic execution partner and HR mandate delivery capability 
 

Model Summary
b
 

Model R R
2
 

Adjusted 
R

2
 

Std. Error of the 
Estimate 

Change Statistics 
Durbin-
Watson R

2
 Change 

F 
Change 

df1 df2 
Sig. F 

Change 

1 .784
a
 .615 -.461 .69774 .615 .054 1 2 .033 1.080 

a, Predictors: (Constant), Strategy Execution Partner; b, Dependent Variable: Human Resource 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression .615 1 .615 .054 .033
b
 

Residual .353 2 .487   

Total 1.000 3    

a, Dependent Variable: Human Resource; b, Predictors: (Constant), Strategy Execution Partner 

Coefficients
a
 

Model 

Unstandardized 
coefficients 

Standardized 
coefficients 

95.0% Confidence Interval 
for B 

β Std. Error Beta t Sig. Lower Bound 
Upper 
Bound 

1 
(Constant) 4.316 .866  4.985 .000 .591 8.041 

Strategy Execution Partner .615 .113 .162 .232 .033 -.461 .513 

a, Dependent Variable: Human Resource 

 
 
 

dependent variable.  
Also, a decrease in any of the four components will 

decrease the dependent variable. However, the 
increasing and decreasing rate factor varies among the 
independent variable components. For example, if 
organizational work realities components SEP and AE 
are equal to zero, HRMDC will be 8.5 units of level of HR 
mandate delivery capability. If all the two components of 
organizational work realities increase by 1 unit, then 
HRMDC will increase from 8.5 units to 9.846 units. This 
means that organizational work realities if included in HR 
mandate delivery capability building can influence 
increased units in human resource mandate delivery 
capability.  

This would mean added impetus on HR capability to 
deliver its functions to top management, line managers 
and the employees without being considered unable to 
deliver its roles and so cannot convince the executives 
and the board of its relevancy. According to the findings 
of Guest and King (2004), there is little emphasis on 
managing strategic human resources, managing 
employee contribution, and managing transformation and 
change. According to the findings of Guest and King 
(2004), there is little emphasis on managing strategic 
human resources, managing employee contribution, and 
managing transformation and change, but the HR focus 
appear to be placed on managing HR infrastructures. 
 
 

Hypotheses analyses 
 

The first null hypothesis (H01) is stated as  follows:  There 

is no relationship between strategy execution partner and 
HR mandate delivery capability. This hypothesis was 
tested by regressing strategic execution partner and HR 
mandate delivery capability guided by the equation γ= 
β0+β1SEP, where SEP represents strategic execution 
partner and γ denotes HR mandate delivery capability. 
The results of the regression are presented in Table 15. 

 
γ= β0+β1SEP     4 
γ = β0+β1SEP = 4.316+.615SEP 

 
The results from Table 16 are observations that there is 

a significant positive relationship between strategic 
execution partner and HR mandate delivery capability 
(R=.784). This explains that 61.5% (R

2
= .615) of HR 

mandate delivery capability is accounted for as an 
indication of strategic execution partner. Considering the 
F value of .054 at p-value <0.05, the findings predicts that 
there is a relationship between strategic execution 
partner and HR mandate delivery capability. This implies 
that strategic execution partner has statistically significant 
positive effects on HR mandate delivery capability.  

The results indicate that there is a positive significant 
relationship between SEP and HR mandate delivery 
capability. The organizational drift, leading from a 
different place, instilling mental discipline and 
incorporating employees will be appropriately managed 
as SEP increases. Therefore, given the equation γ = 
β0+β1SEP= 4.316+.615SEP when SEP is zero, γ will be 
equal to 4.316; this would change where there is a value 
of SEP different from zero. If SEP is 1 unit, then  HRMDC  
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Table 17. Effect of administrative expert of organizational work realities on HR mandate delivery capability. 
 

Model Summary
b
 

Model 

R R
2
 Adjusted R

2
 

Std. Error of 
the Estimate 

Change Statistics 

 R
2
 Change F Change df1 

d
f
2

Sig. F Change 

1 .836
a
 .699 -.250 .64550 .699 .400 1 2 .043 

a, Predictors: (Constant), Administrative Expert; b, Dependent Variable: Human Resource 

Coefficients
a
 

Model 

Unstandardized coefficients Standardized coefficients 
95.0% Confidence 

Interval for B 

β Std. Error Beta t Sig. Lower Bound 
Upper 
Bound 

1 

(Constant) 4.000 .854  4.684 .000 .326 7.674 

Administrative 
Expert 

.699 .132 .408 .632 .043 -.484 .650 

a, Dependent Variable: Human Resource 

ANOVA
a
 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression .699 1 .699 .400 .043
b
 

Residual .301 2 .417   

Total 1.000 3    

a, Dependent Variable: Human Resource; b, Predictors: (Constant), Administrative Expert 

Residuals Statistics
a
 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 4.1667 4.6667 4.5000 .23570 200 

Residual -.66667 .50000 .00000 .52705 200 

Std. Predicted Value -1.414 .707 .000 1.000 200 

Std. Residual -1.033 .775 .000 .816 200 

a, Dependent Variable: Human Resource 

 
 
 
would be 4.931 units [4.316+(.615(1)]. Therefore, the null 
hypothesis that there is no relationship between strategic 
execution partner and HR mandate delivery capability is 
rejected. This finding concurs with the finding of Ulrich 
and Brockbank (2005a; 2005b) who found that 
organizations need to pursue strategies and programs 
that make HR trusted by executives and the entire top 
management, including line managers and employees so 
that they can form internal consultants competency. They 
found out that using such best practices would enable HR 
to develop integrated HR strategies, intervene, innovate, 
and operate as internal consultants and volunteer 
guidance on matters concerning upholding core values, 
ethical principles and the achievement of consistency. 

The second and last null hypothesis (H01) is stated as 
follows as follows: There is no relationship between 
administrative expert and HR mandate delivery capability. 
This hypothesis was tested by regressing AE and HR 
mandate delivery capability guided by the equation: γ = 
β0+β1AE: where AE represents administrative expert and 
γ denotes HRMDC. The results of the regression are 
presented in Table 17. 

γ = β0+β1AE      5 
  = 4.000+.699AE 
 

The results presented in Table 17 show that the effect 
of administrative expert on HR mandate delivery 
capability was significantly positive (R= .836). This 
explained that it was an indication that 69.9% (R

2
 =.699) 

of HRMDC was accounted for by administrative expert. 
The analysis from the model had the F value of .400. At 
p-value less than 0.05, the analysis was sufficient to 
support the conclusion that administrative expert has a 
significantly positive influence on HR mandate delivery 
capability. The results indicate that there is a significant 
positive relationship between AE and HR mandate 
delivery capability. It was inferred that when 
administrative expert component is introduced into the 
HR mandate delivery capability, there would be an 
improvement. This can be predicted from the function γ = 
β0+β1AE = 4.000+.699AE; if AE is zero, γ will be 4.0 
units, while if AE is 10, γ will be 4.0+(.699*1), which is 
equal to 4.699 showing an increasing impact of AE on 
HRMDC.  



 
 
 
 

Therefore, the hypothesis that there is no relationship 
between administrative expert and HR mandate delivery 
capability is therefore rejected. The results are consistent 
with the study conducted by Shleifer and Vishny (1997) 
who reported that there is a negative relation between 
ownership concentration and firm performance.  
 
 

Conclusions 
 
From the above findings, the study concludes that there 
is a significant positive relationship between strategy 
execution partner and HR mandate delivery capability. 
The component has an important role in influencing a 
desired change in HR mandate delivery capability. 
Specifically, in areas such as withdrawing old 
employment contract, employee-organization 
transactional relationship, orienting and training line 
management and employees’ voice in management 
discussions, HR service delivery will improve and help 
HR teams and their leaders overcome the tremendous 
stress they are experiencing and align strategies to 
programs. 

These findings also affirmed that administrative expert 
has an influence on HR mandate delivery capability as it 
contributes to the shedding of traditional image, 
improving credibility in efficiency, becoming the center of 
expertise creation and finding and fixing processes, and 
an indication of its significant influence factor. From the 
study findings, there is enough proof to conclude that 
administrative expert is related to HR mandate delivery 
capability that helps in getting results by persuasion 
based on credibility and expertise. It is also concluded 
that by exerting influence, administrative expert makes 
HR managers help to shape the framework of HR policy 
and practice, which may make line managers to make 
day-to-day decisions, hence influencing skills necessary 
for HR specialists. 

Finally, the general conclusion is that organizational 
realities of work have significant influence on HR 
mandate delivery capability. The above findings provide 
evidence of proof that all the four components of 
organizational realities of work are related to HR mandate 
delivery capability with direct strong and significant 
positive correlations. 

The recommendations made included that 
administrative expert is a critical tool that can be used in 
building HR mandate delivery capability. This is critical to 
gain the benefits of cost minimization, efficiency, create a 
shared-service organization by designing and 
implementing a system allowing departments to share 
administrative services, create centers of expertise to 
gather, coordinate, and disseminate valued information 
about market trends. Owing to this recommendation, HR 
will attain a status of being internal consultants, not only 
saving the organization money, but also improving its 
competitive situation. 

It is also recommended that strategy execution  partner 
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has influence on HR mandate delivery capability, thus HR 
needs to work towards shedding their traditional image, 
build trust and confidence to win the support of the 
executives, line managers and employees. This will 
enable them to rely on becoming partners when strategy 
discussions and decision making processes are 
undertaken. It is therefore recommended that HR pursue 
to become a strategy execution partner to help in aligning 
the vision to the other HR process and practices, 
including programs. 

Finally, it is suggested that it is important for future 
studies to perform a longitudinal study design to follow up 
such factors in organizations to find out the behavoural 
characteristics of HR given an environment of 
organizational work realities. 
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