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Human resources management is essential to ensure the success of any organization which 
is based on the belief that an organization gains competitive advantage by using its people 
effectively and efficiently. But HR professionals need organizational support to make the 
employees more committed and passionate about their work. In this study, the researchers 
aim to examine the moderating effect of organizational support in the relationship between 
human resource (HR) professionals’ competencies, HR professionals’ willingness, and HR 
professionals’ effectiveness. HR Professionals’ competencies such as credible activist, 
talent manager, culture and change steward, strategy architect, business ally, and operational 
executor nurture HR professionals’ effectiveness. Besides, HR professionals’ willingness is 
a significant predictor of HR professionals’ effectiveness. To test the relationships, the 
researcher collected data through survey questionnaire from 183 managers from commercial 
banks of Pakistan. For statistical analysis, Partial least squares-structural equation modeling 
(PLS-SEM) is used to analyze the data and test the hypotheses. The findings reveal the 
positive and significant impact of HR professionals’ competencies and HR professionals’ 
willingness on HR professionals’ effectiveness. Additionally, the moderating impact of 
organizational support was also significant among HR professionals’ competencies, HR 
professionals’ willingness, and HR professionals’ effectiveness relationship. The study 
contributes in the literature of HR professionals’ effectiveness and organizational support 
in the banking sector of local context. The study also discusses the implications and future 
directions. One of them is that the research framework provides guidelines for HR 
professionals about what competencies are needed to enhance HR professional effectiveness. 
The present study recommends HR professionals of the banking sector to be involved in 
strategic planning and implementation in their organization.

Keywords: HR professionals’ effectiveness, HR professionals’ competencies, HR professionals’ willingness, 
organizational support, banking sector
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INTRODUCTION

In today’s technological era, the paradigm of agricultural, 
industrial, and service economy has shifted to a knowledge-
based economy, which has also transformed the roles and 
functions of the human resource (HR) in organizations (García-
Carbonell et  al., 2018; Nam and Lee, 2018; Szierbowski-Seibel 
and Kabst, 2018). HR functions were conventionally handled 
by general administration, and day-to-day HR operations were 
considered as the primary role (Novicevic and Harvey, 2001; 
Kazlauskaite and Bučiuniene, 2010). Over the decades, HR 
has taken on multiple managerial roles, including strategic 
focus, people-orientation, and operational efficiency (Truss, 
2009; Kim and Ryu, 2011; Lo et  al., 2015).

This shift in HR practice has led to a distinct identity of HR 
employees as HR professionals. Ulrich et al. (2009) have reiterated 
that business challenges have become more complex, creating a 
demand for a higher level of competent, skilled, and responsive 
workforce in the organizations. Al-Busaidi et  al. (2021) believe 
that any organization’s most important asset has its employees. 
They are the key contributors to the performance of the organization. 
These employees tend to have exceptional HR attributes like core 
HR competencies that contribute to an organization’s success 
(Lawler and Mohrman, 2003). These are a set of characteristics 
contributing to HR professionals’ effectiveness that enable an 
organization to carry out its business strategies in a competitive 
market (Long, 2008; Mariappanadar, 2019). A competency model 
involving knowledge, skills, capabilities, and behaviors enables HR 
professionals to perform a job or sustain the desired organizational 
culture and growth (Ulrich et  al., 2009).

This study uses Resource-Based View (RBV) theory of 
J. Barney as underpinning theory. The theory focuses on internal 
strengths and weaknesses of an organization and argue that 
a resource fulfilling VRIN (valuable, rare, imperfectly imitable, 
and non-substitutable) condition will be  effective resource to 
gain competitive advantage in the market (CIHAN-OKSUZOGLU 
& GUROL). Based on this argument, the theoretical background 
of the study has been formed. This study states that HR 
competencies and willingness being significant resource cause 
significant impact on effectiveness of HR professionals.

HR professional competencies enhance HR professional 
effectiveness (Becker et  al., 1997; Huselid et  al., 1997a). Most 
empirical research on HR professionals’ competencies has been 
developed and tested in countries like Malaysia, the United 
States, Taiwan, and European Countries (Boselie and Paauwe, 
2005; Han et  al., 2006; Ulrich et  al., 2007; Sang, 2009). These 
previous studies on HR professional competencies have been 
carried out mostly in the manufacturing firms (Han et  al., 
2006; Ulrich et  al., 2007; Sang, 2009; Abdul Hamid et  al., 
2011) with research on the financial sector covering is very 
limited. Banking sector is an important financial sector for 
the economic life of developed and less developed countries. 
It has witnessed a remarkable progress recently (Mohd Ali 
and Sovaniski, 2021). As far as banking sector of Pakistan is 
concerned, it is facing a lot of challenges and it is research 
deficient sector (Ali et  al., 2021). Over the past decade, the 
reforms initiated by State Bank of Pakistan (SBP) have identified 

the lack of competencies of HR Professionals as an impediment 
in the face of the growth potential of the banking sector 
(Ahmad et  al., 2015). Studies of Budhwar and Debrah (2013) 
and Siddiquee (2003), cited in Ahmad et al. (2019), investigated 
the HR practices in south Asian countries and directed that 
HR performance in these countries is below the strategic level 
and require other professional practices. Particularly, Pakistan 
has been identified as research deficient in the HRM discipline 
(Aycan et  al., 2000). The banking sector of Pakistan needs 
HR implementation due to high competition globally (Qureshi 
et  al., 2010). But the banking sector of Pakistan faces many 
challenges in implementing HR practices, especially in 
recruitment and selection and training and development. The 
Non-performing loan (NPL) has been a growing concern for 
bank managers and credit officers, which negatively impacts 
the banking sector of Pakistan (Jameel, 2014). State Bank of 
Pakistan (2019) revealed an increase in NPL from Rs. 623.6 
billion in 2018 to 768 billion in 2019. NPL show lack of 
competency of HR manager who was not able to hire a 
competent employee that can help reducing NPL. Many experts 
believed that the increase of bank’s NPL is due to the lack 
of trained staff in debt disbursement and collection and 
incompetency of HR professionals in their role of recruiting 
appropriate talent (Ahmad et  al., 2013; Gupta and Jain, 2014; 
Fareed et al., 2016). Therefore, the HR professional’s competencies 
and their professional effectiveness are highly under scrutiny 
in the banking sector of Pakistan, and there is a dire need 
to empirically test the factors contributing to HR professional 
effectiveness in this context (Awan and Farhan, 2016; Fareed 
et  al., 2016). These include HR competencies and willingness.

In addition, El-Kassar et  al. (2022) pointed out that positive 
employee behavior and commitment were somehow linked with 
organizational support. If the employees perceived that the 
organization acknowledged their accomplishments, they might 
be passionate. Mathis and Jackson (2010) highlighted organizational 
support as a critical factor in effectively aligning HR professionals’ 
competencies with the needs of an organization. Sharif and Ahmad 
(2009) also proposed in their study that organizational support 
has some moderating impact among behavioral variables in an 
organization. Hence, the purpose of this study is to examine the 
moderating relationship of organizational support between human 
resource (HR) professionals’ competencies, HR professionals’ 
willingness, and HR professionals’ effectiveness. Multiple studies 
use organizational support as mediating variable to explore its 
impact on performance (Desa and Asaari, 2020; Côté et al., 2021). 
The moderated effects of organizational support are still to 
be  explored. This study fulfills this gap.

LITERATURE REVIEW AND 
HYPOTHESES DEVELOPMENT

HR Professionals’ Competencies and HR 
Professionals’ Effectiveness
Ulrich et  al. (2010) define competencies as the knowledge, 
skills, and behaviors demonstrated by individuals in getting 
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their tasks done. HR competencies help to enhance employee 
satisfaction (Daguplo et  al., 2019). A study by Martina et  al. 
(2012) also defined it as the act of asserting one’s real working 
potential. These are a combination of employee’s attributes like 
knowledge, skills, and abilities. These further contain personality 
features that enable HR professionals to be  useful members 
of the organization (Daguplo et  al., 2019).

Similarly, many authors proved that competencies are relative 
to employees’ characteristics (knowledge, skills, behavior, attitude, 
aptitudes, and social motives) which are linked to effective 
and advanced job performance (Dubois and Rothwell, 2004; 
Ellis, 2014; Fareed et  al., 2019, 2020). HR effectiveness can 
be  defined as the outcome of HR activities. The HR activities 
include HR competency, manager support, and compensation 
planning and strategy contributions.

Moreover, competencies refer to the ability to perform a 
particular activity, have certain general and specific knowledge, 
abilities, skills, and attitude to be  qualified in a specific work-
related area. Therefore, we  can argue that competencies are 
required to achieve the required level of effectiveness. According 
to Heinsman et  al. (2007), HR competencies have become the 
leading construct in HRM research to improve an employee’s 
performance. Aitchison (2007) also pointed out that the main 
obstacle for HR professionals to perform effectively in 
organizations is their lack of competencies.

A significant modification of HR professional competencies 
by Ulrich et al. (2007) and colleagues suggested six competencies 
domains: credible activist, cultural and change steward, talent 
manager/organizational designer, strategic architect, business 
ally, and operational executor. Some of these competencies, 
including culture and change steward (CCS), talent manager/
organization designer (TMOD), and strategic architect (SA), 
enable HR professionals’ to develop organizational capabilities, 
which in turn can create competitive advantage (Ulrich and 
Grochowski, 2012). However, Business ally (BA) and operational 
executor (OE) do not differentiate an organization or an 
employee, but knowledge and competency in these areas are 
required for better performance. This version of the Ulrich 
et  al. (2007) model is deemed the most relevant to the current 
business environment and directly related to HR professionals 
in the 21st century. Based on this argument, this study examines 
HR professional competencies and their influence on professional’s 
effectiveness by using Ulrich model and the level of effectiveness 
where organizational support can moderate this relationship.

Credible Activist and HR Professionals’ 
Effectiveness
According to Grossman (2007), credible activist (CA) competency 
is the top indicator of HR professional performance. This 
competency is at the heart of what it takes to be  an effective 
HR professional. Ulrich et  al. (2010) argued that the HR 
professional needs to be  both credible (respected, admired, 
and listened to) and active (offers a point of view and takes 
challenging assumptions). Some have called this “HR with an 
attitude.” HR professionals who are credible but not activists 
are admired but have little impact. Activists who are not credible 

have the idea that no one implements. The credible means 
that HR professionals must be  respected, admired, listened, 
and honored and activist means that he  should be  active to 
offer his point of view and meet challenges. Those who are 
Activist but not credible may not be  listened to even though 
they have good ideas. The competency, Credible Activist, 
dominates all other competencies as it serves as the heart of 
competencies (Enkhjav et  al., 2020). Ulrich et  al. (2009) stated 
that “Credibility” moves the HR professional up the people 
axis, and activism moves them up the business axis. Both are 
involved in HR professional performance.

Since HR professionals work with the human side of the 
business, they need to have strong interpersonal skills. Credible 
Activists create an environment of trust that leads to results 
in optimistic working relationships with all employees of the 
organization. Ulrich et  al. (2009) found that Credible Activists 
created a strong relationship between employee effectiveness 
and business performance. Selmer and Chiu (2004) identified 
that HR professionals with credible activist competency could 
become more useful for their organizations’ business success. 
Inyang (2010) argued that HR professionals should act with 
integrity in all business dealings and honor a personal 
commitment. They need to develop inter-relationships with all 
the employees of the organization. Highly effective HR 
professionals are focused both equally on the organization’s 
business and HR-related needs. In general, the credible activist 
domain has the most significant influence on HR professionals’ 
effectiveness. Hence, we  can hypothesize that as:

H1: Credible activist has a significant positive impact 
on HR professionals’ effectiveness.

Talent Manager/Organization Designer and 
HR Professionals’ Effectiveness
Attracting, developing, and retaining talent are the second most 
eminent functions of HR professionals’. According to Ulrich 
et  al. (2009), the most effective HR professionals’ are both 
talent managers and organization designers. Talent management 
focuses on competency requirements and how individuals enter 
and move up, across, or out of the organization. An organization 
designer focuses more on how an organization incorporates 
capability into the structure, processes, and policies that shape 
the working of an organization. Grossman (2007) argued that 
the appreciation or depreciation of the value of a human asset 
depends on the intelligence and effectiveness of an organization’s 
design. Similarly, Kaplan and Norton (2004) also found that 
it is difficult to reach a high sustainable performance without 
the alignment of an organizational design and talent placement. 
It does not matter how talented the employees are if the 
underlying processes and structures are misaligned. Therefore, 
it is a vital area for HR professionals’ to be  competent where 
they have to take the lead to engage their employees and 
enable them to contribute to the organizational performance 
(Morgan and Jardin, 2010). According to Dhanpat et al (2020), 
talent manager is responsible for knowing what skills are 
required to the employees and how to improve those skills. 
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Talent Management means the knowledge of customer 
requirement, strategy, and integration of each other. The 
organizational Designer means the ability of HR professional 
to design the policies and structure of the organization or 
shaping the organization how it works. Talent Management 
and Organizational designing work together and success cannot 
be  sought in long run by the organization without their active 
integration (Payne, 2010; Theys and Schultz, 2020).

Developing talent ultimately leads to higher retention and 
productive employees. Organizational structure refers to the 
structure of an organization to achieve its desired goals. HR 
professional is not only about the talent or an organization 
design; it is about both of them interacting simultaneously. Ulrich 
et  al. (2008) argued that talent with no supporting organization 
design might not be  sustained, and an effective organization 
design may not deliver results without talented employees. HR 
professionals ensure that a company’s talent management and 
organizational capabilities are aligned with customer requirements 
and strategy by integrated with each other and worked effectively 
and efficiently. Building HR professional competencies in the 
Talent Manager/Organization Designer domain is a significant 
way to make the HR professionals’ to be effective. HR professionals 
need to balance between getting and developing the right talent 
and ensuring that the organization’s structure is conducive to 
delivering the desired organization capabilities. Kaliannan et  al. 
(2016) suggested that an HR professional as a talent manager 
is responsible for recruiting, managing, analyzing, promoting, 
and retaining the employees in their organization.

Ellehuus (2012) found that HR professionals’ have talent 
management competency, which helps them generate more 
profit and enhance their employees’ performance by up to 25 
percent. Many managers understand the importance of this 
competency, and most of them fail to link strong talent 
management/organization designer competency and the success 
of their business. HR professionals can effectively perform as 
a talent manager/organization designer competency for their 
organization’s growth. This study thus hypothesized that as:

H2: Talent manager/organization designer has a significant 
positive impact on HR professionals’ effectiveness.

Culture and Change Steward and HR 
Professionals’ Effectiveness
Culture and change became a common buzzword in the late 
20th century. The 1980s and 1990s brought a dramatic era of 
downsizing, mergers, acquisitions, and restructuring for many 
organizations. Culture and change have been acknowledged as 
an influential factor in examining the performance of an 
organization (Wilkins and Ouchi, 1983; Jones et  al., 2005). 
According to Dhanpat et al (2020) and Junita (2021), the change 
agent is one who embraces change in the organization, responds 
actively to the change, and lets people know how to deal with 
the change. Ulrich et  al. (2008) argue that culture has been 
an essential feature in HR competency studies since 1997. 
Restructuring of the HR system is often implemented when 
organizations undergo structural and cultural changes. 

Wright and Snell (1998) suggested that when companies respond 
to dynamic environments, the HR professionals are expected 
to drive their efforts to build flexible organizations. HR 
professionals first develop practices in a way that can be accepted; 
second, expand the skill sets of their employees; and finally, 
develop their employees’ behavioral flexibility. It is challenging 
to become a competent culture and change steward. When 
HR professionals lead an organizational change, the chances 
are high that they will send out confusing rather than coherent 
and consistent messages to the employees. Culture is a not a 
single event but a series of activities. Meeting external customer 
expectations with internal employee and organization behaviors 
is termed as culture. Culture steward is HR professionals who 
respect the old culture and help to shape the new culture. 
They direct managers to reflect the culture by their actions. 
In reality, they make the culture. Successful HR professionals 
help make culture happen and develop discipline to make 
changes happen in the organization (Sabuhari et  al., 2020; 
Febriyarso and Ruslan, 2021).

Ulrich et  al. (2008) found that effective HR professionals 
clearly understand the culture required to deliver the business 
strategy and communicate the desired culture broadly and 
frame it to engage employees. Effective HR professionals develop 
their organizations’ potential for change and transform that 
potential into effective change processes and structure. Edgley-
Pyshorn and Huisman (2011) emphasized that HR professionals 
have to take the role of teacher, guiding and facilitating their 
employees to perform better in the cultural change process. 
They can motivate all employees of their organization and 
adjust their behavior to fit-in the new culture. HR professionals 
must work with the management team and other key individuals 
to ensure the sustainability of the cultural change. Any 
organization embark on a culture change program should enlist 
HR professionals in defining and enacting the culture. When 
HR professionals have the skills to make culture real, they 
help their organization to become competitive and this 
competency therefore becomes more significant and effective 
for HR professionals in many organizations (Wiley, 2010; Ahmad 
et  al., 2012). Thus, it can be  hypothesized that as:

H3: Culture and change steward has a significant positive 
impact on HR professionals’ effectiveness.

Strategy Architect and HR Professionals’ 
Effectiveness
The strategy architect is one who has ability to clarify the 
external trends and use them according to the internal actions 
and finally communicates its effect on human capital (Dhanpat 
et  al., 2020). Strategic focus across all functional areas is the 
key to success. HR professionals are expected to safeguard 
organizational policies and strategies. While exploring the 
psychological frames of HR professionals, Labedz and Lee 
(2011) found that these professionals do not have a strategic 
outlook yet have shown people-oriented behaviors. Ulrich et al. 
(2008) argue that HR professionals must thoroughly master 
the business’s strategic architecture in which they work. They 
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need an in-depth appreciation of the business portfolio, making 
each business distinctive in the customers’ eyes. HR professionals 
must understand the business strategy and align HR practices 
with it. It includes identifying the problems central to the 
business strategy, recognizing marketplace trends and their 
impact on the business, and translating the strategic direction 
into annual business and HR initiatives. According to Brockbank 
et  al. (2012), the HR professionals must also be  aware of the 
global business context, and they should apply this knowledge 
in developing a personal vision for the future of the organization. 
They need to develop customer-focused business strategies and 
translate the business strategy into annual business plans and 
goals. The strategy Architect competency helps to contribute 
overall business strategies. A Strategy Architect knows the art 
of changing negative to positive and how to formulate strategy 
or use strategic tools to keep progress. Leaders and HR 
professionals contribute significantly to strategy by integrating 
internal stakeholder and external stakeholder expectations 
(Junita, 2021).

Moreover, HR professionals have to take responsibility for 
the process of developing strategy regularly. However, they 
cannot contribute at the strategic level in their organizations 
because it is perceived that they lack the competency to work 
at the strategic level (Edgley-Pyshorn and Huisman, 2011; 
Reilly, 2012). Therefore, HR professionals need to focus on a 
vision on how the organization can “win” in the marketplace, 
now and in the future. They can then play an active part in 
establishing an overall strategy to deliver on this vision. It 
would require them to recognize business trends and how 
these will impact the business, thus forecasting potential obstacles 
to success and facilitating strategic clarity. This linkage helps 
make customer-driven business strategies real to the employees 
of the company (Ulrich et  al., 2007). Similarly, Inyang (2010) 
argued that HR professionals must think about how they can 
contribute as strategic resources and contribute to organizational 
growth. Therefore, we  can hypothesize that as:

H4: Strategy architect has a significant positive impact 
on HR Professionals’ effectiveness.

Business Ally and HR Professionals’ 
Effectiveness
This competency states that HR Professionals must have knowledge 
of his business, his customers, and products to successfully 
achieve the objectives of business. They must have understanding 
of all departments of business i.e., Marketing, Sales, Accounts, 
and research to help the business to earn money (Sharma and 
Sakpal, 2019). According to Ulrich et al. (2009), the competency 
of Business Ally has shifted dramatically from the last few 
decades. At first, “understanding the business” was very significant 
for an HR professional to be  perceived as competent. But, in 
2002, it was found by Ulrich et  al. (2007) for the first time 
that “understanding the business” is one of the weakest statistical 
predictors of an HR professional overall competence. Businesses 
succeed by setting goals and objectives that respond to external 
opportunities and threats. HR professionals contribute to a 

business’s success by knowing the social context or setting in 
which their business operates. They also know how the business 
makes money, in terms of who the customers are, why they 
buy the company’s products or services.

Payne (2010) conducted their study in the Midwest region 
of the United  States and found that HR professionals must 
develop competencies, particularly those that are business-related. 
Business-related competency is the need of the day. Ulrich 
et  al. (2008) stated that HR professionals are increasingly 
expected to contribute directly to the success of their 
organizations’ business, and businesses succeed by profitable 
responding to changing external conditions. Therefore, HR 
professionals help drive the business’s success by knowing the 
broader setting in which the business operates. In addition, 
HR professionals must understand the value chain of the 
business, how it makes money, how it coverts less-valuable 
inputs into more-valuable outputs, and how resources within 
the company are arranged to deliver on customer expectations.

Furthermore, when HR professionals speak intelligently about 
a balance sheet or make recommendations based on market 
conditions, their credibility increases. This credibility allows 
them opportunities to participate in increasingly more strategic 
discussions at all levels of the organization. Being a business 
ally is not about memorizing only the financials of an organization 
but rather about being aware of what is going on around 
them. Inyang (2010) argued that HR professionals must 
understand the organization’s business direction and its 
competitive position in the market. HR professionals must 
have business-related competency, which can become more 
effective. Accordingly, it can be  hypothesized that as:

H5: Business Ally has a significant positive impact on 
HR professionals’ effectiveness.

Operational Executor and HR 
Professionals’ Effectiveness
This competency states that HR professional has to hold the 
operations of any organization so he/she needs to be  able to 
draft, adapt, and implement policies. If there is flaw in the 
policies of HR professional, it spoils his credibility. These skills 
are ranged in HR activities as Transactional or legacy. The 
operational activities like policies which need to be  drafted, 
adapted, and implemented and hiring and training of employees 
are all vital so they are highly needed to an HR professional 
(Khabibullina, 2019).

Some scholars have emphasized the importance of 
organization operational execution as a competitive edge in 
service organizations, especially in banks (Wilkinson et  al., 
2009). Roth and Van Der Velde (1991), for example, suggested 
a service strategy must address how operations will support 
and network with the competitive weapon of a business. 
In the past day-to-day activities and policy, issues were the 
prime responsibility of the personnel department (Anthony 
et  al., 1999). The personnel department managed the 
paperwork, employee hiring, firing, paying, and promoting. 
Operational implementations of HR activities are 

https://www.frontiersin.org/journals/psychology
www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles


Ahmad et al. HR Professionals’ Competencies, Willingness, and Effectiveness Relationship

Frontiers in Psychology | www.frontiersin.org 6 July 2022 | Volume 13 | Article 756255

administrative in nature. The personnel department focused 
on the terms and conditions of work and the running of 
the administrative systems to assist the employees in 
performing their duties properly (Ulrich et  al., 2008).

HR professional as an operational executor is responsible 
for HR procedures that need to be documented and implemented. 
Employees also have many administrative needs (e.g., to be paid, 
relocated, hired, and trained). It revolves around the HR 
professional’s ability to execute the operational aspects of 
managing people and organizations. HR professionals ensure 
that these basic needs are efficiently dealt with through technology 
and shared services. Furthermore, HR professionals must develop 
working relationships with line managers and employees and 
consider their suggestions for better operational execution. The 
HR professional is accountable for ensuring these fundamental 
needs are effectively met (Ulrich et  al., 2009). Hence, the 
following can be  hypothesized.

H6: Operational executor has a significant positive 
impact on HR Professionals’ effectiveness.

HR Professionals’ Willingness and HR 
Professionals’ Effectiveness
The word “Will” is associated with intrinsic motivation to 
be useful or not. Willingness is made up of the belief, attitudes, 
and intentions of the employees involved in knowledge-related 
activities (Smith and McLaughlin, 2004). Smith and McLaughlin 
(2004) further argued that if the will is combined with employees’ 
competencies and capabilities, then personal performance will 
go up. If HR professionals lack the willingness and motivation 
to contribute their knowledge and expertise, they may not 
be effective (Raza et al., 2020). One way by which HR department 
can add value to its organization is that HR professionals 
be  willing to actively contribute to HRM strategies and 
their implementation.

Kurz and Bartram (2002) argued that activities and roles 
could be performed more innovatively if managers are willing. 
Currie and Kerrin (2003) claimed that employees lack the 
willingness and motivation to contribute their knowledge 
if competent managers are not appraised justly, resulting 
in project failures. Another study by Chen and Silverthorne 
(2005) also reported that competency and willingness affect 
each other (positively or negatively) while employees’ 
willingness will enhance the assigned task’s efficiency and 
effectiveness because of increased competency. Analoui (1999) 
also argued that competencies alone could not be  adequate 
for managerial effectiveness. There is also a need for employee 
willingness, which will play a vital role in their effectiveness. 
Further, Raza et  al. (2020) suggested to study employees’ 
willingness to perform with employee effectiveness as they 
have highlighted employee willingness is a new concept and 
it should be  studied in future studies. It leads to the 
following hypothesis:

H7: HR professionals’ willingness has a significant 
positive impact on HR professionals’ effectiveness.

The Moderating Role of Organizational 
Support
Organizational support refers to the beliefs of an employee 
that the organization values his contribution toward the success 
of organization and also cares about his welfare. This is actually 
a support from organization to the employee which shows 
the significance of the employee in the eye of organization. 
The behavior of an employee is affected by this perception. 
This is an exchange relationship between employee and 
organization (Desa and Asaari, 2020). Organizational support 
for employees in various ways has been initiating interest in 
management scholars (AL-Abrrow, 2018). It is now well accepted 
among various scholars and as one vital factor playing a 
significant role in improving the employees’ and organizations’ 
effectiveness (Shore and Wayne, 1993; Yoon and Lim, 1999). 
It is the feeling that organization cares for the employee (Alnaimi 
and Rjoub, 2019). HR professionals may not be  effective in 
performing their role if they lack adequate staff, the latest 
technology, financial resources, and top management 
empowerment. Organizational support tends to reduce adverse 
job outcomes and reduce turnover intentions (Baranchenko 
et  al., 2020). It reduces negative employee outcomes such as 
knowledge hiding behavior and extra role behavior as it initiates 
a sense of social exchange (Alnaimi and Rjoub, 2019).

In many studies on relationships in the management literature, 
the intervening variable or moderating variable has been found 
to play some role (Chenhall and Brownell, 1988; MacKinnon 
et  al., 2002; Stephen, 2017). Sharif and Ahmad (2009) found 
that organizational support has a moderating role in studying 
behavioral variables in organizations. The importance of 
organizational support as an intervening variable in behavioral 
studies is further enhanced by earlier researchers (Schermerhorn, 
1975). Employees’ performance is mainly a result of organizational 
support because it enables them to utilize their competencies 
effectively. Baranchenko et  al. (2020) considered and realized 
the moderating impact of organizational support between 
employability and turnover intentions. AL-Abrrow (2018) also 
identified that organizational support serves the moderator’s 
role between organizational politics and silence. Thus, this 
study is also interested in investigating the moderating effect 
of organizational support on HR professionals’ effectiveness.

Furthermore, the HR sub-functions are related to recruitment 
and selection, training and development, and performance-
based reward system. If these are supported relatively and 
adequately, they will affect competency building and professionals’ 
willingness such that their effectiveness will be  enhanced 
accordingly. According to Mathis and Jackson (2010), many 
factors affect the performance of individual employees, including 
their abilities, efforts expended, and the organizational support 
they receive. Kane et  al. (1999) found that HRM effectiveness 
can be  attained by organizational support. At the same time, 
Black et  al. (2003) argued that it is challenging for HR 
professionals to get adequate support from their organization 
due to the lack of financial investment in this particular area. 
Organizational support not only satisfies employees’ motivation 
to take their job seriously but may also affect the employees’ 
willingness (Lin and Lin, 2011). According to Desa and Asaari 
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(2020), the employees who think that their organization support 
them, they perform better than those who feel they are not 
supported by the organization. Well-coordinated management 
practices can also enhance the effectiveness of the employees 
particularly, and as such organizational support is highly effective 
in firms that are service-oriented like banks. It leads to research 
the following hypothesis (Figure  1):

H8: Organizational Support moderates the relationship 
between HR professionals’ competencies, HR professionals’ 
willingness, and HR professionals’ effectiveness.

Theoretically, all the study hypotheses are supported by the 
resource-based theory of barney. Barney discusses that 
organizations should identify and develop unique assets to get 
maximum results. As we  discussed, employees are the critical 
assets of any organization. To get a competitive advantage, 
organizations need competent employees who are not replaceable 
and have all the qualities of VRIN. All the HR Professional’s 
competencies and HR professionals will have a significant and 
positive impact on HR Professional’s Effectiveness. Organizational 
support moderates the relationship between HR professionals’ 
competencies, HR professionals’ willingness, and HR professionals’ 
effectiveness.

RESEARCH METHODOLOGY

The survey questionnaires were collected from the managers 
of the private sector banks of Pakistan. The total number of 

branches of all banks operating in Pakistan stood at 14,197, 
out of which 10,835 (represented about 75.32%) branches 
belonged to the private sector banks (State Bank of Pakistan, 
2019). Before distributing the final questionnaires, it was reviewed 
by two professionals and three academicians to determine the 
appropriateness of the instrument within the Pakistani context, 
especially in the banking sector environment. Based on their 
suggestions, several items from the instrument were excluded 
as they are more suitable for studies in developed countries. 
Besides, a pilot study involving 35 branch managers from five 
different private banks of Pakistan was conducted. The 
respondents reported that the questionnaire is easy to complete. 
The results of the pilot study sustained that no changes are 
necessary for the questionnaire. Thus the questionnaire is 
considered reliable and internally valid.

To collect the current study’s actual data, 370 survey 
questionnaires were distributed through the snowball sampling 
technique. Every set of questionnaires was attached with a cover 
letter stating the objective of the study, instructions, confidentiality 
of the information or data, and anonymity of the respondents. 
In the snowball sampling approach, the researchers distributed 
questionnaires to the individual manager with whom the 
researchers had initial contacts and formed the first tier of 
Snowballing references. From 370 questionnaires, 187 were 
returned, resulting in a response rate of 50.5%. Out of the 187 
returned questionnaires, four questionnaires were incomplete and 
excluded from analysis; hence, 183 questionnaires were analyzed. 
From 183 responses, 77% were male, and 23% were female. In 
terms of their managerial position, 38.8% of respondents worked 
as a branch manager, 33.9% were as an operational manager, 

FIGURE 1 | Research model.
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9.8% were a customer relationship manager, 10.9% were as a 
credit manager, and 6.6% were as a regional manager. Moreover, 
concerning their level of education, 3.3% had MS/MPhil degree, 
80.3% had a Master’s degree, and 16.4% had a bachelor’s degree.

Instrumentation
The constructs for the present study were adapted from the 
model of Ulrich et al. (2007). In HR professionals’ competencies, 
9 items were used for measuring Credible Activist, 10 items 
for Talent Manager / Organization Designer, 8 items for Culture 
and Change Steward, 12 items for Strategy Architect, 11 items 
for Business Ally, and 8 items for Operational Executor. Sample 
items for HR professionals’ competencies are credible activist 
“HR professionals in our bank respond promptly to our issues,” 
talent manager “HR professionals in our bank are able to promote 
talented employees,” culture & change steward “HR professionals 
in our bank take a proactive role in bringing about change,” 
strategy architect “HR professionals in our bank translate business 
strategy into annual business initiatives,” business ally “HR 
professionals in our banks are aware of the social issues having 
an impact on the banks business,” and operational executor 
“HR professionals in our bank are good at managing the labor 
policies and procedures.” Han et  al. (2006) and Sharif and 
Ahmad (2009) scales were adapted to measure HR’s professional 
willingness (7 items), Organizational support (10 items), and 
HR’s professional effectiveness (11 items). Sample items are, HR 
professionals’ willingness “HR professionals in our bank are 
self-motivated to take proactive actions” organizational support 
“HR department has been provided with adequate training 
budget in order to enhance the competency level of their HR 
professionals” and HR professionals’ effectiveness “HR professionals 
in our bank have given value-added contributions to our bank’s 
operational performance.” All the instrument items were measured 
through 5 points Likert Scale ranging from 1 (Strongly disagree) 
to 5 (Strongly agree) by using the English language.

DATA ANALYSIS AND RESULTS

Common Method Variance and Normality 
of the Data
Post-hoc Harman single factor test was applied to check common 
method variance (Podsakoff et al., 2003). The principal component 
analysis was run at which all measurement items were included 
for factor analysis and examined the un-rotated solution. A 
single factor of an un-rotated solution of principal component 
analysis explained 32.92% of the variance, which was lower 
than 50%. Hence, it indicates the absence of common method 
variance in our study. The skewness values of all instrument 
items in our study ranged from −0.022 to −1.148 and kurtosis 
values from 0.090 to 2.116, which proved that the data had 
followed the conditions of normality (Kline, 2015).

Measurement Model
The partial least squares-structural equation modeling technique 
(PLS-SEM) was applied in a statistical software Smart PLS 

to test the measurement and structural models. The researcher 
uses the PLS-SEM because it handles very complex models 
with many indicators and constructs, estimate normatively 
specified constructs, able to deal with small sample sizes, 
and determinate latent variable scores, which can be  applied 
in subsequent analyses. Before testing the structural model, 
a measurement model was assessed by computing convergent 
and discriminant validity. Outer loadings of construct items 
found with less than 0.40 were deleted from the model. This 
research has established the threshold criteria for outer loadings 
given by Hair et  al. (2016). According to this criteria items’ 
loadings which have been retained for testing the model 
ranged between 0.416 and 0.919 which is considerably accepted 
in exploratory research because retaining these items have 
competed the threshold criteria of AVE (0.5) and CR (0.7) 
proposed by Fornell and Larcker (1981), Bagozzi and Yi 
(1988), and Hair et  al. (2016). Generally, indicators with 
loadings between 0.40 and 0.70 should only be  considered 
for removal from the scale if deleting this indicator leads to 
an increase in composite reliability above the suggested 
threshold value. Another consideration in the decision to 
delete indicators is the extent to which their removal affects 
validity. Weaker indicators are sometimes retained on the 
basis of their contribution to content validity (Hair et  al., 
2011). Only if an indicator’s reliability is low and eliminating 
this indicator goes along with a substantial increase of composite 
reliability, it makes sense to discard this indicator (Henseler 
et  al., 2009). Table  1 shows the findings of CFA where 
Cronbach’s Alpha and Composite Reliability values of all 
variables are greater than 0.7. Moreover, loadings of all 
instrument items and Average variance extracted (AVE) values 
are also higher than the recommended threshold of 0.50 
which confirm the convergent validity as evident by Figure  2 
(Hair et  al., 2016).

Fornell-Larcker criterion and cross-loading were applied to 
measure discriminant validity (Fornell and Larcker, 1981; Hair 
et al., 2017). Table 2 shows the results of discriminant validity, 
where the square roots of AVE of all variables are greater 
than their correlation.

Structural Model
For testing hypotheses in the relationship model, beta values 
(β), t statistics, and values of p were examined in SmartPLS 
software. Figure  3 and Table  3 reveal that Business Ally 
(β = 0.093*, t = 2.007), Credible activist (β = 0.143***, t = 3.159), 
Operational Executor (β = 0.177***, t = 4.03), Strategy 
Architect (β = 0.163**, t = 2.332), Talent Manager/Organization 
Designer (β = 0.142**, t = 2.267), Organizational Support 
(β = 0.078**, t = 2.331), and HR Professionals’ Willingness 
(β = 0.667***, t = 20.132) were positively and significantly 
associated with HR’s professional effectiveness. Whereas, 
Culture and Change Steward also had a positive but 
statistically insignificant relationship with HR’s professional 
effectiveness (β = 0.10, t = 1.434). The study found the most 
significant relationship of HR professional’s effectiveness 
was with HR Professionals’ Willingness.
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TABLE 1 | Results of convergent validity and reliability.

Constructs Measurement items Item loadings Cronbach’s alpha Composite reliability AVE

Business Ally BA2 0.580 0.779 0.839 0.50
BA3 0.769
BA4 0.919
BA9 0.720
BA10 0.547
BA11 0.510

Credible Activist CA1 0.669 0.840 0.878 0.549
CA2 0.856
CA3 0.815
CA7 0.720
CA8 0.672
CA9 0.691

Culture & Change Steward CCS1 0.784 0.896 0.917 0.580
CCS2 0.688
CCS3 0.693
CCS4 0.751
CCS5 0.854
CCS6 0.747
CCS7 0.805
CCS8 0.755

HR Professionals’ Effectiveness HRPE1 0.872 0.867 0.905 0.623
HRPE2 0.842
HRPE3 0.875
HRPE7 0.801
HRPE10 0.830
HRPE11 0.416

HR Professionals’ Willingness HRPW1 0.831 0.910 0.929 0.653
HRPW2 0.805
HRPW3 0.756
HRPW4 0.855
HRPW5 0.846
HRPW6 0.901
HRPW7 0.635

Operational Executor OE1 0.678 0.872 0.896 0.530
OE2 0.850
OE3 0.805
OE4 0.775
OE5 0.839
OE6 0.416
OE7 0.793
OE8 0.549

Organizational Support OS1 0.606 0.893 0.913 0.513
OS2 0.639
OS3 0.736
OS4 0.779
OS5 0.747
OS6 0.664
OS7 0.715
OS8 0.700
OS9 0.802
OS10 0.752

Strategy Architect SA1 0.642 0.892 0.914 0.539
SA2 0.697
SA3 0.809
SA6 0.802
SA8 0.753
SA9 0.800
SA10 0.749
SA11 0.607
SA12 0.720

(Continued)

https://www.frontiersin.org/journals/psychology
www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles


Ahmad et al. HR Professionals’ Competencies, Willingness, and Effectiveness Relationship

Frontiers in Psychology | www.frontiersin.org 10 July 2022 | Volume 13 | Article 756255

Moreover, the moderation findings showed that 
organizational support positively and significantly moderates 
the relationships of HR Professionals’ Willingness (0.251***), 
Operational Executor (0.156***), Business Ally (0.214***), and 
Credible Activist (0.159***) with HR’s professional effectiveness 
(Figure 4). However, the organizational support showed weak 

but significant positive moderation between Strategy Architect 
and HR professionals’ effectiveness (0.099**). The moderating 
impact of organizational support remained negative and 
insignificant between Culture and Change Steward (−0.070), 
Talent Manager/Organization Designer (−0.023), and HR’s 
professional effectiveness.

FIGURE 2 | Measurement model.

TABLE 1 | Continued

Constructs Measurement items Item loadings Cronbach’s alpha Composite reliability AVE

Talent Manager/Organization 
designer

TMOD1 0.752 0.877 0.899 0.502
TMOD3 0.693
TMOD4 0.890
TMOD5 0.611
TMOD6 0.722
TMOD7 0.706
TMOD8 0.618
TMOD9 0.803
TMOD10 0.509

https://www.frontiersin.org/journals/psychology
www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles


Ahmad et al. HR Professionals’ Competencies, Willingness, and Effectiveness Relationship

Frontiers in Psychology | www.frontiersin.org 11 July 2022 | Volume 13 | Article 756255

FIGURE 3 | Structural model (direct hypotheses).

TABLE 2 | Discriminant validity.

BA CA CCS HRPE HRPW OE OS SA TM/OD

BA 0.707
CA 0.698 0.741
CCS 0.673 0.681 0.762
HRPE 0.694 0.713 0.732 0.789
HRPW 0.701 0.724 0.681 0.787 0.808
OE 0.586 0.636 0.613 0.587 0.696 0.728
OS 0.699 0.671 0.610 0.709 0.706 0.567 0.716
SA 0.513 0.707 0.719 0.693 0.723 0.560 0.664 0.734
TM/OD 0.698 0.601 0.681 0.622 0.695 0.650 0.630 0.678 0.709
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DISCUSSION

This study strived to unveil HR competencies and effectiveness 
under Ulrich’s Models of HR Competencies in Pakistan. 
This study has proved that HR professional’s competencies, 
including credible activists, talent manager/organization 
designer, strategy architect, operational executor, and business 
ally have a positive and significant impact on HR professional’s 
effectiveness in the Pakistani banking sector. Credible activist 
and operational executor were the most prominent contributing 
competencies to the HR professional’s effectiveness. These 
results have been in line with previous studies (Brachos 
et  al., 2007; Grossman, 2007; Khatri et  al., 2010; Morgan 
and Jardin, 2010).

Culture and change steward does not significantly and 
positively affect HR professionals’ effectiveness. This finding 
was consistent with Huselid et  al (1997b), Ramlall (2006), and 
Ulrich et al (2008) about the significance of culture and change. 
These researchers argue that employee adjustment and culture 
significance bring success in the organizations only when 
organization fosters strong organizational culture and HR 
professionals nurture change in the organization (Tanure and 
Duarte, 2005). Business Ally and operational executors were 
also found to be  positive and significant contributors toward 
HR professional’s effectiveness, which were proved by various 
illuminating studies (Long and Ismail, 2008; Ulrich et al., 2008; 
Payne, 2010). Furthermore, our results regarding the relationship 
between HR professionals’ willingness and HR professionals’ 
effectiveness were also positive and significant, which were 
consistent with the studies by Analoui (1999), Smith and 
McLaughlin (2004), Francis and Keegan (2006), and Ulrich 
and Grochowski (2012).

The study has introduced organizational support as a 
moderating variable among HR professionals’ competencies and 
HR professionals’ effectiveness. Findings show moderating 
relationship of organizational support is insignificant with most 
of HR professionals’ competencies. This finding was in line 
with Reilly (2012), who suggested that even in cases where 
HR professionals have the desire to contribute to organizational 
strategy, the lack of organizational support becomes an obstacle 
in doing so, which can intuitively affect the effectiveness of 
HR professionals.

MANAGERIAL IMPLICATIONS

The present study’s findings are expected to enrich HR 
professionals’ understanding of HR professional competencies, 
which are essential contributors to their effectiveness, that 
ultimately impact their organizational performance. The 
performance of banks depends on attracting, managing, and 
motivating their employees, and the role of HR professionals’ 
competencies and their relationship with HR professional 
effectiveness is very significant. Moreover, HR, during normal 
conditions, does not take responsibility for the process of 
creating the strategy even it is known that strategy must 
be  aligned with the latest HR practices. The present study will 
allow the HR professionals of the banking sector to be involved 
in strategizing for their organization.

Competition among banks and the demand for high-
performing employees became a challenge for the HR department 
and its professionals. This research framework provides guidelines 
to HR professionals about what competencies are needed to 
enhance HR professional effectiveness. Eventually, the results 
of the study on HR professional effectiveness will hopefully 
relate to the improvement of the banking performance and 
the overall economic development of Pakistan.

As we know that banks provide service to their customers 
through employees. However, HR Professionalization is very 
crucial for effective services. In Pakistan, the banking sector 
is growing faster compared to other sectors; therefore, the 
level of competition is also increasing day by day. Every 
single bank tries to provide better services to their customers 
and get a competitive advantage over their competitors. 
Nevertheless, the study provides insights into the decision 
makers in the banking sector, which is that organizational 
support plays a vital role in enhancing the employee behavior 
toward their organization. Employee competencies are 
necessary skills to perform the task but employee willingness 
is something, which defines the overall script of the objectives 
or goals. Therefore, the top management should make 
strategies to channel the direction of the employees as 
well as increase their desire to work effectively and  
efficiently.

Furthermore, in the post-COVID-19 era, many challenges 
arise for the management to cope with them. One of the 
prior problems may be  employees’ behavior toward their jobs. 
Due to the unclear situation prevailing in the global markets, 
employees’ willingness differs day by day because they are not 

TABLE 3 | Findings of the structural model.

Original 
sample

Sample 
mean

Standard 
deviation

T 
statistics

Values of 
p

BA→HRPE 0.093 0.093 0.046 2.007 0.045
CA→HRPE 0.143 0.140 0.045 3.159 0.001
CCS→HRPE 0.10 0.098 0.07 1.434 0.152
HRPW→RPE 0.667 0.666 0.033 20.132 0.000
OE→HRPE 0.177 0.178 0.044 4.03 0.000
SA→HRPE 0.163 0.163 0.07 2.332 0.02
TMOD→HRPE 0.142 0.148 0.063 2.267 0.024
OS→HRPE 0.078 0.079 0.033 2.331 0.02
OS mod 
BA→HRPE

0.014 0.011 0.065 0.207 0.836

OS mod 
CA→HRPE

0.021 0.018 0.05 0.415 0.678

OS mod 
CCS→HRPE

−0.070 −0.078 0.060 1.152 0.250

OS mod 
HRPW→HRPE

0.027 0.038 0.072 0.375 0.708

OS mod 
OE→HRPE

0.202 0.208 0.051 3.969 0.000

OS mod 
SA→HRPE

0.161 0.157 0.075 2.136 0.033

OS mod 
TMOD→HRPE

0.121 0.124 0.062 1.941 0.05
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sure about their job status. To overcome these fears, organizational 
support gives them the confidence to work with full of 
determination and willingness. As, the results of the study 
indicated that organizational support (moderating variable) 
significantly moderates the relationship between HR professional 
competencies, HR professional willingness, and HR professional 
effectiveness. Therefore, global organizations can get guidance 
from the results of the study and develop multiple strategies 
that increase organizational support.

THEORETICAL IMPLICATIONS

The finding of this study has contributed to the existing 
body of knowledge by bringing new insights into the factors 
that may contribute to HR professionals’ effectiveness. This 
study has demonstrated the relationship between HR 
professional competencies, willingness, and moderating effect 
of organizational support on HR professional effectiveness in 
the context of the under-researched non-western organization 
using the resource-based view theory. Since most of the 
previous studies on HR professional competencies and their 

effectiveness had been tested in many countries like Malaysia, 
United States, Taiwan, and European Countries (Boselie and 
Paauwe, 2005; Han et  al., 2006; Ulrich et  al., 2007; Long 
and Ismail, 2008; Chaudhary et  al., 2009). The results of 
those studies may not be applicable in the context of developing 
countries like Pakistan, Sri  Lanka, and Bangladesh due to 
different research settings and unique national culture.

Moreover, this study as mentioned earlier tested a model 
Ulrich et al. (2009), which is based on HR performance theory 
and framework and has been well established in the human 
resource management field. The study, thus, adds to the existing 
body of knowledge by testing the applicability of the model 
in a new context and within a new set of environmental 
frameworks with additional benefits of theory development 
and refinement.

LIMITATIONS AND FUTURE DIRECTIONS

Despite various contributions, this study can also be  viewed 
in the light of a few limitations which need to be  recognized 
and may provide an indicator for future research efforts in 

FIGURE 4 | Structural model (moderating hypotheses).
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this area. Firstly, this study’s context limits the generalizability 
of the results and may require future efforts to apply this 
research to other industrial sectors such as manufacturing and 
hospitality. Secondly, this study relied on self-reported 
questionnaire data; thus, the possibility of common method 
variance may exist since all the variables are measured using 
a single survey instrument. Thirdly, this study adopted a 
quantitative approach that might not explore human feeling 
or perceptions. Therefore, future studies should use a combination 
of both quantitative and qualitative approaches, such as in-depth 
interviews and focus group discussions, to provide validity of 
the findings of the study.

Fourth, the study considered the overall banking sector, 
in the future researcher can collect data from a single bank 
like Habib Bank Limited, United Bank Limited, Meezan Bank 
Limited, and many more working in the country for the 
reason that they have multiple branches operating in the 
country. It would give us deep insights into the local context 
because every city in a different province has a different 
culture. Fifth, the same theoretical model can be  useful in 
the manufacturing sector as well, as in Pakistan the 
manufacturing sector contributes in very high numbers to 
the overall economy of the country.

DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will 
be  made available by the authors, without undue reservation.

ETHICS STATEMENT

Ethical review and approval were not required for the study 
on human participants in accordance with the local legislation 
and institutional requirements. Written informed consent from 
the patients/participants or patients/participants legal guardian/
next of kin was not required to participate in this study in 
accordance with the national legislation and the institutional  
requirements.

AUTHOR CONTRIBUTIONS

AA: data collection and analysis. MF: article drafting and 
literature review. MI: methods and conclusion. SS: discussion 
and proofreading. All authors contributed to the article and 
approved the submitted version.

 

REFERENCES

Abdul Hamid, A., Raja Mohamed Fauzi, R. M., and Juhary, A. (2011). The 
development of human resource practitioner competency model perceived 
by malaysian human resource practitioners and consultants: A structural 
equation modeling (sem) approach. Inter. J. Bus. Manag. 6, 240–255. doi: 
10.5539/ijbm.v6n11p240

Ahmad, A., Kausar, A. R., and Azhar, S. M. (2015). Hr professionals effectiveness 
and competencies: a perceptual study in the banking sector of Pakistan. 
Inter. J. Bus. Soc. 16, 201–220.

Ahmad, A., Kausar, A., and Sharif, M. (2012). “Preliminary study of the moderating 
effect of organizational support on the relationship between HR competencies, 
HR willingness and HR professionals’ effectiveness link.” in Proceedings of 2nd 
International Conference on Business and Management, 1–24.

Ahmad, A., Sharif, M. Y., and Kausar, A. R. (2013). A comparative study of 
the hr professionals’ effectiveness in the banking sector of Pakistan. Res. J. 
Institute of Bus. Admin. Karachi-Pakistan 8, 98–115. doi: 10.54784/1990-6587.1289

Ahmad, A., Zafar, J., Hafeez, M. H., and Aamir, M. (2019). Measuring the 
influence of HR professionals’ competencies and effectiveness. Pakistan J. 
Soc. Sci. (PJSS) 39, 603–613.

Aitchison, D. (2007). HR Transformation: Myth or Reality. HROA Europe and 
Sharedpertise Forums in Association with TPI. Survey Report, January 2007.

AL-Abrrow, H. A. (2018). The effect of perceived organisational politics on 
organisational silence through organisational cynicism: moderator role of 
perceived support. J. Manag. Organization, 1–20. doi: 10.1017/jmo.2018.62

Al-Busaidi, Z. A. H., Alias, R. B., and Alam, M. N. (2021). The influence of 
human resource management practices on employee performance at private 
companies in Oman: moderating role of organizational politics. Rev. Int. 
Geogr. Educ. 11, 1667–1683.

Ali, H., Nosheen, F., and Naveed, T. (2021). The impact of training, development 
and performance on employees’ performance in the banking sector of 
Pakistan. Pakistan Soc. Sci. Rev. 5, 1068–1080. doi: 10.35484/pssr.2021(5-I)81

Alnaimi, A. M. M., and Rjoub, H. (2019). Perceived organizational support, 
psychological entitlement, and extra-role behavior: The mediating role of 
knowledge hiding behavior. J. Manag. Organ. 27, 507–522. doi: 10.1017/
jmo.2019.1

Analoui, F. (1999). Eight parameters of managerial effectiveness. J. Manag. Dev. 
18, 362–390. doi: 10.1108/02621719910265568

Anthony, W. P., Perrewe, P. L., and Kacmar, K. M. (1999). Human Resource 
Management: A Strategic Approach. Fort Worth: Harcourt Brace College.

Awan, A. G., and Farhan, H. M. (2016). Talent management practices and 
their impact on job satisfaction of employees: a case study of banking 
sector in Pakistan. Sci. Inter. 28, 1949–1955.

Aycan, Z., Kanungo, R. N., Mendonca, M., Yu, K., Deller, J., Stahl, G., et al. 
(2000). Impact of culture on human resource management practices: A 
10-country comparison. Appl. Psychol. 49, 192–221. doi: 10.1111/1464-0597.00010

Bagozzi, R. P., and Yi, Y. (1988). On the evaluation of structural equation 
models. J. Acad. Mark. Sci. 16, 74–94. doi: 10.1007/BF02723327

Baranchenko, Y., Xie, Y., Lin, Z., Lau, M. C. K., and Ma, J. (2020). Relationship 
between employability and turnover intention: The moderating effects of 
organizational support and career orientation. J. Manag. Organ. 26, 241–262. 
doi: 10.1017/jmo.2019.77

Becker, B. E., Huselid, M. A., Pickus, P. S., and Spratt, M. F. (1997). HR as 
A source Of shareholder value: research And recommendations. Hum. Resour. 
Manag. 36, 39–47. doi: 10.1002/(SICI)1099-050X(199721)36:1<39::AID-
HRM8>3.0.CO;2-X

Black, M., Jensen, R. J., and Gregersen, H. B. (2003). Seeing the elephant: 
human resource management challenges in the age of globalization. Strat. 
Human Resource Manag. 32, 261–274. doi: 10.1016/S0090-2616(03)00031-7

Boselie, P., and Paauwe, J. (2005). Human resource function competencies 
in European companies. Personnel Rev.2. 34, 550–566. doi: 10.1108/ 
00483480510612512

Brachos, D., Kostopoulos, K., Söderquist, K. E., and Prastacos, G. (2007). 
Knowledge effectiveness, social context and innovation. J. Knowl. Manag. 
11, 31–44. doi: 10.1108/13673270710819780

Brockbank, W., Ulrich, D., Younger, J., and Ulrich, M. (2012). Recent study 
shows impact of HR competencies on business performance. Employ. Relat. 
Today 39, 1–7. doi: 10.1002/ert.21348

Budhwar, P. S., and Debrah, Y. A. (2013). Human Resource Management in 
Developing Countries, 1st Edn. Oxfordshire: Routledge.

Chaudhary, A. R., Iqbal, A., Yasir, S., and Gillani, M. (2009). The Nexus between 
higher education and economic growth: An empirical investigation for 
Pakistan. Pak. J. Commer. Soc. Sci. 3, 1–9.

Chen, J. C., and Silverthorne, C. (2005). Leadership effectiveness, leadership 
style and employee readiness. Leadersh. Org. Dev. J. 26, 280–288. doi: 
10.1108/01437730510600652

https://www.frontiersin.org/journals/psychology
www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles
https://doi.org/10.5539/ijbm.v6n11p240
https://doi.org/10.54784/1990-6587.1289
https://doi.org/10.1017/jmo.2018.62
https://doi.org/10.35484/pssr.2021(5-I)81
https://doi.org/10.1017/jmo.2019.1
https://doi.org/10.1017/jmo.2019.1
https://doi.org/10.1108/02621719910265568
https://doi.org/10.1111/1464-0597.00010
https://doi.org/10.1007/BF02723327
https://doi.org/10.1017/jmo.2019.77
https://doi.org/10.1002/(SICI)1099-050X(199721)36:1<39::AID-HRM8>3.0.CO;2-X
https://doi.org/10.1002/(SICI)1099-050X(199721)36:1<39::AID-HRM8>3.0.CO;2-X
https://doi.org/10.1016/S0090-2616(03)00031-7
https://doi.org/10.1108/00483480510612512
https://doi.org/10.1108/00483480510612512
https://doi.org/10.1108/13673270710819780
https://doi.org/10.1002/ert.21348
https://doi.org/10.1108/01437730510600652


Ahmad et al. HR Professionals’ Competencies, Willingness, and Effectiveness Relationship

Frontiers in Psychology | www.frontiersin.org 15 July 2022 | Volume 13 | Article 756255

Chenhall, R. H., and Brownell, P. (1988). The effect of participative budgeting 
on job satisfaction and performance: role ambiguity as an intervening variable. 
Acc. Organ. Soc. 13, 225–233. doi: 10.1016/0361-3682(88)90001-3

Côté, K., Lauzier, M., and Stinglhamber, F. (2021). The relationship between 
presenteeism and job satisfaction: A mediated moderation model using work 
engagement and perceived organizational support. Eur. Manag. J. 39, 270–278. 
doi: 10.1016/j.emj.2020.09.001

Currie, G., and Kerrin, M. (2003). Human resource management and knowledge 
management: enhancing knowledge sharing in a pharmaceutical company. 
The Inter. J. Human Resource Manag.2 14, 1027–1045. doi: 10.1080/ 
0958519032000124641

Daguplo, M. S., Alma, C., and Daguplo, M. M. (2019). Modeling human 
resource competencies as significant predictors of employee satisfaction. Asia 
Pacific J. Multidiscip. Res. 7, 107–114.

Desa, N. M., and Asaari, M. (2020). Mediation of perceived organizational 
support between human resources practices and job performance among 
engineers in the Penang free trade zone. Inter. J. Asian Soc. Sci. 10, 368–380. 
doi: 10.18488/journal.1.2020.107.368.380

Dhanpat, N., Buthelezi, Z. P., Joe, M. R., Maphela, T. V., and Shongwe, N. 
(2020). Industry 4.0: The role of human resource professionals. SA journal 
of. Hum. Resour. Manag. 18, 1–11. doi: 10.4102/sajhrm.v18i0.1302

Dubois, D. D., and Rothwell, W. J. (2004). Competency‐Based Human Resource 
Management. Mountain View, CA: Davies Black.

Edgley-Pyshorn, C., and Huisman, J. (2011). The role of the hr department 
in organisational change in a british university. J. Organ. Chang. Manag. 
24, 610–625. doi: 10.1108/09534811111158886

El-Kassar, A. N., Dagher, G. K., Lythreatis, S., and Azakir, M. (2022). Antecedents 
and consequences of knowledge hiding: The roles of HR practices, organizational 
support for creativity, creativity, innovative work behavior, and task performance. 
J. Bus. Res. 140, 1–10. doi: 10.1016/j.jbusres.2021.11.079

Ellehuus, C. (2012). Transforming business leaders into talent champions. Strateg. 
HR Rev. 11, 84–89. doi: 10.1108/14754391211202143

Ellis, J. (2014). Competency-based hiring Interviews and University Teaching 
Performance. Miami Shores, FL: Barry University.

Enkhjav, T., Imola, C. P., and Erika, V. (2020). Competencies of human resource 
professionals in the private sector of mongolia: A pair-designed investigation 
and comparison with the global norm. Inter. J. Public. Soc. Stud. 5, 101–114. 
doi: 10.18488/journal.135.2020.52.101.114

Fareed, M., Ahmad, A., Salleh, S. S. M. M., and Saoula, O. (2019). What 
makes HR professionals effective? Qualitative evidence from telecom sector 
of a developing country. Revista Argentina de Clínica Psicológica 28, 603–617. 
doi: 10.24205/03276716.2019.1141

Fareed, M., Ahmad, A., Saoula, O., Salleh, S. S. M. M., and Zakariya, N. H. 
(2020). High performance work system and human resource professionals' 
effectiveness: A lesson from techno-based firms of Pakistan. Inter. J. Innov. 
Creat. Chan. 13, 989–1003.

Fareed, M., Isa, M. F. M., and Noor, W. S. W. M. (2016). Human resource 
professionals’ effectiveness, organizational culture and high performance work 
system link: evidence from Pakistan. Int. Rev. Manag. Mark. 6, 335–344.

Febriyarso, E. B., and Ruslan, S. (2021). The importance role of competency-
based on training, motivation and organizational culture in improving 
the employee performance in education and research training centers 
and hr development at the ministry of communication and informatics. 
Dinasti Inter. J. Educ. Manag. Soc. Sci. 2, 642–653. doi: 10.31933/dijemss.
v2i4.827

Fornell, C., and Larcker, D. F. (1981). Evaluating structural equation models 
with unobservable variables and measurement error. J. Mark. Res. 18, 39–50. 
doi: 10.1177/002224378101800104

Francis, H., and Keegan, A. (2006). The changing face of HR: in search of balance. 
Human Resource Manag. 16, 231–249. doi: 10.1111/j.1748-8583.2006.00016.x

García-Carbonell, N., Martín-Alcázar, F., and Sanchez-Gardey, G. (2018). 
Determinants of building consistent human resources management systems: 
A focus on internal communication. Int. J. Manpow. 39, 354–377. doi: 
10.1108/IJM-06-2016-0140

Grossman, R. (2007). New competencies for HR: researchers have identified 
six core competencies for top HR professionals. HR MAG 52:58.

Gupta, R., and Jain, T. (2014). Role of recruitment & selection policies in 
central co-operative banks. Inter. Monthly Refer. J. Res. Manag. Tech. 3, 
74–79.

Hair, J., Hollingsworth, C. L., Randolph, A. B., and Chong, A. Y. L. (2017). 
An updated and expanded assessment of PLS-SEM in information systems 
research. Ind. Manag. Data Syst. 117, 442–458. doi: 10.1108/IMDS-04-2016-0130

Hair, J. F., Hult, G., Ringle, C. M., and Sarstedt, M. (2016). A primer on 
partial least squares structural equation modeling (PLS-SEM). Thousand Oaks: 
Sage publications.

Hair, J. F., Ringle, C. M., and Sarstedt, M. (2011). PLS-SEM: indeed a silver 
bullet. J. Mark. Theory Pract. 19, 139–152. doi: 10.2753/MTP1069-6679190202

Han, J., Chou, P., Chao, M., and Wright, P. M. (2006). The HR competencies-
HR effectiveness link: A study in Taiwanese high-tech companies. Hum. 
Resour. Manag. 45, 391–406. doi: 10.1002/hrm.20114

Heinsman, H., de Hoogh, A. H. B., Koopman, P. L., and van Muijen, J. J. 
(2007). Competencies Through the eyes of psychologists: A closer look at 
assessing competencies. Int. J. Sel. Assess. 15, 412–427. doi: 10.1111/j.1468- 
2389.2007.00400.x

Henseler, J., Ringle, C. M., and Sinkovics, R. R. (2009). The use of partial 
least squares path modeling in international marketing. In new challenges 
to international marketing. Emerald Group Publish. Limit. 20, 277–319. doi: 
10.1108/S1474-7979(2009)0000020014

Huselid, M. A., Jackson, S. E., and Schuler, R. S. (1997a). Technical and strategic 
human resource management effectiveness as determinants of firm performance. 
Acad. Manag. J. 40, 171–188.

Huselid, M. A., Jackson, S. E., and Schuler, R. S. (1997b). Technical and strategic 
human resources management effectiveness as determinants of firm 
performance. Acad. Manag. J. 40, 171–188.

Inyang, B. J. (2010). Strategic human resource management (SHRM): A paradigm 
shift for achieving sustained competitive advantage in organization. Inter. 
Bulletin of Bus. Admin. 7, 215–243.

Jameel, K. (2014). Crucial factors of nonperforming loans evidence from Pakistani 
banking sector. Int. J. Sci. Eng. Res. 5, 704–710.

Jones, R. A., Jimmieson, N. L., and Griffiths, A. (2005). The impact of 
organizational culture and reshaping capabilities on change implementation 
success: The mediating role of readiness for change. J. Manag. Stud. 42, 
361–386. doi: 10.1111/j.1467-6486.2005.00500.x

Junita, A. (2021). “The creative hub: Hr strategic function in the digital age,” 
in 4th international conference on sustainable innovation 2020-accounting 
and management (ICoSIAMS 2020). Netherlands: Atlantis Press.

Kaliannan, M., Abraham, M., and Ponnusamy, V. (2016). Effective talent 
management in Malaysian SMES: A proposed framework. J. Dev. Areas 50, 
393–401. doi: 10.1353/jda.2016.0071

Kane, B., Crawford, J., and Grant, D. (1999). Barriers to effective HRM. Int. 
J. Manpow. 20, 494–516. doi: 10.1108/01437729910302705

Kaplan, R. S., and Norton, D. P. (2004). Measuring the strategic readiness of 
intangible assets. Harv. Bus. Rev. 82, 52–63.

Kazlauskaite, R., and Bučiuniene, I. (2010). HR function developments in 
Lithuania. Balt. J. Manag. 5, 218–241. doi: 10.1108/17465261011045133

Khabibullina, L. (2019). “Dave ulrich about six important areas of need within 
the emerging HR organization,” in The Сборники конференций НИЦ Социосфера.

Khatri, P., Gupta, S., Gulati, K., and Chauhan, S. (2010). Talent Management 
in HR. J. Manag. Strategy 1, 39–46. doi: 10.5430/jms.v1n1p39

Kim, S., and Ryu, S. (2011). Social capital of the HR department, HR’s change 
agent role, and HR effectiveness: evidence from south Korean firms. Int. J. 
Hum. Resour. Manag. 22, 1638–1653. doi: 10.1080/09585192.2011.565649

Kline, R. B. (2015). Principles and Practice of Structural Equation Modeling, 
4th Edn. New York: The Guilford Press.

Kurz, R., and Bartram, D. (2002). “Competency and individual performance: 
Modelling the world of work,” in Organizational Effectiveness: The Role of 
Psychology. eds. I. T. Robertson, M. Callinan and D. Bartram (Hoboken, 
NJ: John Wiley & Sons, Ltd.), 227–258.

Labedz, C. S., and Lee, J. (2011). The mental models of HR professionals as 
strategic partners. J. Manag. Organ.2 17, 56–76. doi: 10.5172/jmo.2011.17.1.56

Lawler, E. E. III, and Mohrman, S. A. (2003). HR as a strategic partner: what 
does it take to make it happen? Hum. Resour. Plan. 26, 15–29.

Lin, J. S. J., and Lin, S. C. (2011). Moderating effect of organizational climate 
on the relationship of organizational support and service-oriented organizational 
citizenship behaviors. Afr. J. Bus. Manag. 5, 582–595.

Lo, K., Macky, K., and Pio, E. (2015). The HR competency requirements for 
strategic and functional HR practitioners. Int. J. Hum. Resour. Manag. 26, 
2308–2328. doi: 10.1080/09585192.2015.1021827

https://www.frontiersin.org/journals/psychology
www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles
https://doi.org/10.1016/0361-3682(88)90001-3
https://doi.org/10.1016/j.emj.2020.09.001
https://doi.org/10.1080/0958519032000124641
https://doi.org/10.1080/0958519032000124641
https://doi.org/10.18488/journal.1.2020.107.368.380
https://doi.org/10.4102/sajhrm.v18i0.1302
https://doi.org/10.1108/09534811111158886
https://doi.org/10.1016/j.jbusres.2021.11.079
https://doi.org/10.1108/14754391211202143
https://doi.org/10.18488/journal.135.2020.52.101.114
https://doi.org/10.24205/03276716.2019.1141
https://doi.org/10.31933/dijemss.v2i4.827
https://doi.org/10.31933/dijemss.v2i4.827
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1111/j.1748-8583.2006.00016.x
https://doi.org/10.1108/IJM-06-2016-0140
https://doi.org/10.1108/IMDS-04-2016-0130
https://doi.org/10.2753/MTP1069-6679190202
https://doi.org/10.1002/hrm.20114
https://doi.org/10.1111/j.1468-2389.2007.00400.x
https://doi.org/10.1111/j.1468-2389.2007.00400.x
https://doi.org/10.1108/S1474-7979(2009)0000020014
https://doi.org/10.1111/j.1467-6486.2005.00500.x
https://doi.org/10.1353/jda.2016.0071
https://doi.org/10.1108/01437729910302705
https://doi.org/10.1108/17465261011045133
https://doi.org/10.5430/jms.v1n1p39
https://doi.org/10.1080/09585192.2011.565649
https://doi.org/10.5172/jmo.2011.17.1.56
https://doi.org/10.1080/09585192.2015.1021827


Ahmad et al. HR Professionals’ Competencies, Willingness, and Effectiveness Relationship

Frontiers in Psychology | www.frontiersin.org 16 July 2022 | Volume 13 | Article 756255

Long, C. S. (2008). Examining human resource competencies and their relationship 
to the success factors of HR profession. J. Serv. Sci. Manag. 1, 259–265. 
doi: 10.4236/jssm.2008.13029

Long, C. S., and Ismail, W. K. W. (2008). Understanding the relationship of 
HR Competencies & Roles of Malaysian human resource professionals. Eur. 
J. Soc. Sci. 7, 88–103.

MacKinnon, D. P., Lockwood, C. M., Hoffman, J. M., West, S. G., and Sheets, V. 
(2002). A comparison of methods to test mediation and other intervening 
variable effects. Psychol. Methods 7, 83–104. doi: 10.1037/1082-989X.7.1.83

Mariappanadar, S. (2019). Sustainable Human Resource Management: Strategies, 
Practices and Challenges, 1st Edn. New York, NY: Red Globe Press.

Martina, K., Hana, U., and Jiří, F. (2012). Identification of managerial competencies 
in knowledge-based organizations. J. Compet. 4, 129–142. doi: 10.7441/
joc.2012.01.10

Mathis, R. L., and Jackson, J. H. (2010). Human Resource Management: Essential 
Perspectives, 6th Edn. Ohio: South-Western College Publishing.

Mohd Ali, B., and Sovaniski, T. (2021). The importance of banking Marketing in 
Increasing Banks Competitiveness. White Paper 94, 1–16. doi: 10.2139/ssrn.3889090

Morgan, H., and Jardin, D. (2010). Integrated talent management. OD PRACT 
42, 23–29.

Nam, J., and Lee, H. (2018). High commitment human resource practices and 
employee behavior: a multi-level analysis. Int. J. Manpow. 39, 674–686. doi: 
10.1108/IJM-09-2016-0171

Novicevic, M. M., and Harvey, M. (2001). The changing role of the corporate 
HR function in global organizations of the twenty-first century. Int. J. Hum. 
Resour. Manag. 12, 1251–1268. doi: 10.1080/09585190110083785

Payne, M. L. (2010). A comparative study of HR managers’ competencies in 
strategic roles. Inter. Manag. Rev. 6, 5–12.

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., and Podsakoff, N. P. (2003). 
Common method biases in behavioral research: A critical review of the 
literature and recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 
10.1037/0021-9010.88.5.879

Qureshi, T. M., Akbar, A., and Khan, M. A. (2010). “Strategic link of human 
resource management practices with financial performance of banks,” in Paper 
presented at the 2010 IABR & ITLC Conference Proceedings. Orlando, FL, USA.

Ramlall, J. S. (2006). Identifying and understanding HR competencies and 
their relationship on organizational practices. App. Human Resource Manag. 
Res. 11, 27–38.

Raza, A., Noor, W. S. B. W. M. N., and Fareed, M. (2020). Mediating the role 
of employee willingness to perform between career choice and employee 
effectiveness (case study in public sector universities of Pakistan). Inter. J. 
Innov., Creat. Chan. 11, 373–389.

Reilly, P. (2012). The practice of strategy. Strateg. HR Rev. 11, 129–135. doi: 
10.1108/14754391211216832

Roth, A. V., and Van Der Velde, M. (1991). Operations as marketing: A competitive 
service strategy. J. Oper. Manag. 10, 303–328. doi: 10.1016/0272-6963(91)90071-5

Sabuhari, R., Sudiro, A., Irawanto, D., and Rahayu, M. (2020). The effects of 
human resource flexibility, employee competency, organizational culture 
adaptation and job satisfaction on employee performance. Manag. Sci. Letters 
10, 1777–1786. doi: 10.5267/j.msl.2020.1.001

Sang, L. (2009). Human resource competencies: an empirical study on the HR 
professionals in the manufacturing sector in Malaysia. E-J. Bus. Econ. Issu. 
3, 1–13.

Schermerhorn, J. R. Jr. (1975). Determinants of interorganizational cooperation. 
Acad. Manag. J. 18, 846–856.

Selmer, J., and Chiu, R. (2004). Required human resources competencies in 
the future: a framework for developing HR executives in Hong Kong. J. 
World Bus. 39, 324–336. doi: 10.1016/j.jwb.2004.08.001

Sharif, M., and Ahmad, A. (2009). HR professionals’ effectiveness in a knowledge-
based organization: A Malaysian case. The Inter. J. Know. Cul. Chan. Manag. 
8, 13–28. doi: 10.18848/1447-9524/CGP/v08i12/50704

Sharma, R., and Sakpal, P. (2019). “New fangled revolution-hr 4.0.” in The 
Dear Researchers Greetings from CIMR it Gives Me Great Pleasure to Present 
to You  the CIMR, Journal of Management Research, September 2019 Issue. 
The journal is a Compilation of Articles That Were Presented in Our International 
Conference on Business Agility: Capabilities and Insights Held on January 
19, 2019. Chetana’s Institute of Management & Research.

Shore, L. M., and Wayne, S. J. (1993). Commitment and employee behavior: 
comparison of affective commitment and continuance commitment with 

perceived organizational support. J. Appl. Psychol. 78, 774–780. doi: 
10.1037/0021-9010.78.5.774

Siddiquee, N. A. (2003). Human resource management in Bangladesh civil 
service: constraints and contradictions. Int. J. Public Adm. 26, 35–60. doi: 
10.1081/PAD-120018293

Smith, P. A., and McLaughlin, M. (2004). Knowledge management: people are 
important! Journal of knowledge management. Practice 5, 1–15.

State Bank of Pakistan (2019). SBP annual report-statistical supplement FY19. 
Available at: https://www.sbp.org.pk/reports/annual/arFY20/Complete.pdf 
(Accessed November 11, 2020).

Stephen, D. K. (2017). “Structural Causes and Regime Consequences: Regimes 
as Intervening Variables,” in International organization (pp. 111–132). 
Oxfordshire: Routledge.

Szierbowski-Seibel, K., and Kabst, R. (2018). The impact of HR outsourcing 
and strategic HR integration on the HR-to-employee ratio: An empirical 
evaluation of the HR function over the last decade. Int. J. Manpow. 39, 
283–300. doi: 10.1108/IJM-06-2016-0129

Tanure, B., and Duarte, R. G. (2005). Leveraging competitiveness upon national 
culture traits: the management of people in Brazilian companies. Int. J. 
Hum. Resour. Manag. 16, 22201–22217. doi: 10.1080/09585190500358620

Theys, N., and Schultz, C. (2020). A qualitative perspective of talent management. 
J. Contem. Manag. 17, 64–85. doi: 10.35683/jcm19111.56

Truss, C. (2009). Changing HR functional forms in the UK public sector. Int. 
J. Hum. Resour. Manag. 20, 717–737. doi: 10.1080/09585190902770539

Ulrich, D., Allen, J., Brockbank, W., Younger, J., and Nyman, M. (2009). HR 
transformation: building human resources from the outside in. NHRD Net. 
J. 3:102. doi: 10.1177/0974173920100421

Ulrich, D., Brockbank, W., Johnson, D., Sandholtz, K., and Younger, J. (2008). 
HR competencies: mastery at the intersection of people and business. NHRD 
Network Journal 3, 103–104.

Ulrich, D., Brockbank, W., Johnson, D., Sandholtz, K., and Younger, J. (2010). 
HR competencies: mastery at the intersection of people and business. NHRD 
Net. J. 3, 103–104. doi: 10.1177/0974173920100422

Ulrich, D., Brockbank, W., Johnson, D., and Younger, J. (2007). Human resource 
competencies: responding to increased expectations. Employ. Relat. Today 
34, 1–12. doi: 10.1002/ert.20159

Ulrich, D., and Grochowski, J. (2012). From shared services to professional 
services. Strateg. HR Rev. 11, 136–142. doi: 10.1108/14754391211216850

Wiley, J. W. (2010). The impact of effective leadership on employee engagement. 
Employ. Relat. Today 37, 47–52. doi: 10.1002/ert.20297

Wilkins, A. L., and Ouchi, W. G. (1983). Efficient cultures: exploring the 
relationship between culture and organizational performance. Adm. Sci. Q. 
28, 468–481. doi: 10.2307/2392253

Wilkinson, A., Dainty, A., Neely, A., Spring, M., and Araujo, L. (2009). Service, 
services and products: rethinking operations strategy. Int. J. Oper. Prod. 
Manag. 29, 444–467. doi: 10.1108/01443570910953586

Wright, P. M., and Snell, S. A. (1998). Toward a unifying framework for 
exploring fit and flexibility in strategic human resource management. Acad. 
Manag. Rev. 23, 756–772. doi: 10.5465/amr.1998.1255637

Yoon, J., and Lim, J.-C. (1999). Organizational support in the workplace: The 
case of Korean hospital employees. Hum. Relat. 52, 923–945. doi: 
10.1177/001872679905200704

Conflict of Interest: The authors declare that the research was conducted in 
the absence of any commercial or financial relationships that could be  construed 
as a potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the 
authors and do not necessarily represent those of their affiliated organizations, 
or those of the publisher, the editors and the reviewers. Any product that may 
be evaluated in this article, or claim that may be made by its manufacturer, is 
not guaranteed or endorsed by the publisher.

Copyright © 2022 Ahmad, Fareed, Isa and Salleh. This is an open-access article 
distributed under the terms of the Creative Commons Attribution License (CC BY). 
The use, distribution or reproduction in other forums is permitted, provided the 
original author(s) and the copyright owner(s) are credited and that the original 
publication in this journal is cited, in accordance with accepted academic practice. 
No use, distribution or reproduction is permitted which does not comply with these terms.

https://www.frontiersin.org/journals/psychology
www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles
https://doi.org/10.4236/jssm.2008.13029
https://doi.org/10.1037/1082-989X.7.1.83
https://doi.org/10.7441/joc.2012.01.10
https://doi.org/10.7441/joc.2012.01.10
https://doi.org/10.2139/ssrn.3889090
https://doi.org/10.1108/IJM-09-2016-0171
https://doi.org/10.1080/09585190110083785
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1108/14754391211216832
https://doi.org/10.1016/0272-6963(91)90071-5
https://doi.org/10.5267/j.msl.2020.1.001
https://doi.org/10.1016/j.jwb.2004.08.001
https://doi.org/10.18848/1447-9524/CGP/v08i12/50704
https://doi.org/10.1037/0021-9010.78.5.774
https://doi.org/10.1081/PAD-120018293
https://www.sbp.org.pk/reports/annual/arFY20/Complete.pdf
https://doi.org/10.1108/IJM-06-2016-0129
https://doi.org/10.1080/09585190500358620
https://doi.org/10.35683/jcm19111.56
https://doi.org/10.1080/09585190902770539
https://doi.org/10.1177/0974173920100421
https://doi.org/10.1177/0974173920100422
https://doi.org/10.1002/ert.20159
https://doi.org/10.1108/14754391211216850
https://doi.org/10.1002/ert.20297
https://doi.org/10.2307/2392253
https://doi.org/10.1108/01443570910953586
https://doi.org/10.5465/amr.1998.1255637
https://doi.org/10.1177/001872679905200704
http://creativecommons.org/licenses/by/4.0/

	Revealing the Moderating Role of Organizational Support in HR Professionals’ Competencies, Willingness, and Effectiveness Relationship: Empirical Evidence From a Developing Economy
	Introduction
	Literature Review and Hypotheses Development
	HR Professionals’ Competencies and HR Professionals’ Effectiveness
	Credible Activist and HR Professionals’ Effectiveness
	Talent Manager/Organization Designer and HR Professionals’ Effectiveness
	Culture and Change Steward and HR Professionals’ Effectiveness
	Strategy Architect and HR Professionals’ Effectiveness
	Business Ally and HR Professionals’ Effectiveness
	Operational Executor and HR Professionals’ Effectiveness
	HR Professionals’ Willingness and HR Professionals’ Effectiveness
	The Moderating Role of Organizational Support

	Research Methodology
	Instrumentation

	Data Analysis and Results
	Common Method Variance and Normality of the Data
	Measurement Model
	Structural Model

	Discussion
	Managerial Implications
	Theoretical Implications
	Limitations and Future Directions
	Data Availability Statement
	Ethics Statement
	Author Contributions

	References

