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Abstract: The study of the role of Human Resource supervisor in achieving organization goals is very much useful 

and functional managers as well as for top-level management and entry-level employees in order to get success and 

attainment of their objectives.  This study is helpful for almost every organization since every organization has an 

HR department, and this research covers how to attain organizational objectives and goals to fulfill the mission and 

vision of the company by applying innovative tactics and procedures to get maximum results. Accordingly, the 

results shed light on how to train the employees to complete the tasks appropriately and precisely. The relationship 

between human resource supervisor and organization goals has always been of great concernment for researchers 

and organizational scientists.  This research takes the entire plan moreover by relating the set-up of different sectors 

in Karachi, Pakistan.  
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1. Introduction 

For any company, the HR department plays a vital role in order to attain different organizational goals. 

For example, profit generation, task completion, and high employee performance achieve targets on 

time.HR is the foundation of the organization as they bring the workforce into the organization. HR work 

generally starts with hiring the right candidates for the right job at the right time. If this process is done 

effectively, everything then will work best for the company. HRM has remained strategically important for 

businesses (Channa et al., 2020). The main objective of HR is to increase their productivity. In the 1980's 

human resource department appeared as a distinctly explained idea of staff management. 

During early 1980s, human resource supervisors were involved more in doing paperwork and 

authorized issues. However, today, the human resources supervisors are more engaged in working with 

their employees, sharing information and experiences, and working with their top management and 

executive level (Sanders, Shipton & Gomes, 2014). There is more collaboration among HR top executives 
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and its employees, which shows a sign of success. People started to work in teams, cooperate, achieve 

targets on time. According to some studies, HR executives will have a broad scope in the future, and human 

resource supervisors should adopt some practices in the future consistently, such as recruitment and 

selection, training & development, and performance and compensation to meet its objectives. (Tremblay et 

al., 2010). HR should also focus on continuous learning so that they can meet challenges in a dynamic 

business world. HR supervisors and executives encourage their employees to learn more and apply new 

things to compete with others. Therefore, to learn how the HR department helps the organization in 

meeting its objectives, this research will help in analyzing the relationship between Human Resource 

Supervisor and Organization Goals. 

The essential thing in HR is its people whom they hire and who are working in their company. People 

think that HR is just about managing payroll, making compensation plans, doing performance appraisals. 

Nevertheless, NO! HR has different branches, and today HR is a broad department that deals with 

recruitment and selection, performance and compensation, training and development, and so on (Mihardjo 

et al., 2020). The recruitment and selection process of the organization costs much money, say 70% to 80% 

of the total expenses of the company. Thus, this process needs to be done very carefully because the 

company has some fixed budget, and it has to bear other expenses also. Research showed that 59% of the 

companies keep checking their compensation and benefits plans regularly, while 52% of the companies use 

different designing tools for staffing. According to some studies, only those companies will prosper whose 

HR supervisors/managers are well aware of the new and different surroundings and who are ready to face 

tough competition and gets successful only these organizations can survive in the industry (Huynh et al., 

2014). Human capital is one of the rarest and precious assets of any organization as they are the asset who 

can bring business to the company, and the company can get maximum profits. In Pakistan, there is low 

utilization of human capital because employees are mistreated by managers (Iqbal & Rasheed, 2019), which 

creates a lack of interest of employees towards their work. 

2. Literature Review 

According to Nadiv et al. (2017), the HR manager/supervisor is the one who plans, organizes, directs, 

and controls operations accordingly in order to achieve organizational goals. HR managers play a major 

role in any organization for the successful utilization of other resources.  HR is also responsible for 

managing its people so that they can work up to the expectations of the company. HR supervisor/ manager 

provides guidance and training to its employees to know what to achieve and how to achieve. According 

to Ganesh (2018), HR managers have different roles in the company, but their essential task is to draw up 

plans that are totally based on the recruitment and selection process and also to keep a check on their 

projects in order to increase their productivity. 

There is an association between HR supervisors who helps a company's management in attaining 

company goals through innovative strategies tends to produce more outputs and increase employee 

performance for better achievement of organizational goals. According to Sree Rama Rao(2012), in some 

organizations, HR supervisors encourages teamwork, which creates the right environment for the 

employees to interact with each other and share their knowledge, and this helps in completing their task 

effectively.HR supervisors also work both on long as well as short term goals to make a correlation between 

company goals and personnel goals. 

As per Pomoni (2009), to achieve business goals and complete tasks, HR supervisors instruct and 

encourage the employees by sharing the policies and procedures with them and discussing company 

issues. According to Antila (2006), it is the crucial role of HR supervisors/managers to create a sense of 

belongingness and one team among its people. According to Smita (2011), by sharing accurate and relevant 

information with the employees, HR supervisors can benefit the organization because the employees will 

know that where the organization is standing now and where they are willing to go this will help the 
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company in achieving their goals efficiently. As per Dessler (2011), Successful HR supervisors/managers 

know best how to track employee’s performance, how to provide them feedback, how to motivate them, 

how to develop and polish their skills, and also whom to assign work and how to assign. HR 

supervisor/manager should make sure that the person to whom he is assigning work is capable of 

completing the task or not. HR provides clear and adequate information to its employees so that the 

employees have a clear vision of how to meet the targets and objectives of the organization. According to 

Krishnaveni and Monica (2018), HR supervisors/ managers help the company to generate profits when 

their recruitment and selection process is effectively done and at the right time in hiring the right person. 

This also helps the company save training costs, time, and other expenses like hiring other employees if the 

current employee is not giving to the company's expectations. 

According to Welch and Welch (2012), the HR supervisor/manager is more proactive when it comes 

to "change" and "innovation". They change accordingly in the dynamic business world just to face 

challenges and to be successful. They (HR professionals) hire people with different and new skills. Stahl 

(2020) explains that HR supervisors are the ones who communicate new ideas and techniques for 

recruiting, retaining, and performing the employees in an organization. Moreover, if they hire capable and 

skilled employees, they will generate profits efficiently and effectively. According to Renwick (2003), HR 

supervisors motivate their employees to get the task done correctly and on time. A good HR supervisor 

knows how and when to motivate his employees and when the task is completed, he also knows how to 

reward his employees. Kloeber (2013) says that the HR supervisor is responsible for getting/ hiring the right 

people at the right time. He should know which position to fill with which employee. Hiring the right 

people in the organization means the profit generation will be more and high costs will be eliminated.  

According to Lengnick-Hall and Lengnick-Hall (2003), relationships with the employees and 

subordinates play a vital role in gaining a competitive advantage. Building relationships with employees 

and having a great flow of information within the organization can lead the organization towards success. 

If an HR supervisor works strategically, he can quickly increase the profitability and productivity of the 

company. Managers must ensure that their employees are highly motivated and happy with the work 

assigned to them. When they have a feeling that they are treated fairly, they will take more interest in their 

work, and in this, the performance of the company will increase (Bryson & White, 2019).  

The main and the most crucial task that is performed by HR professionals/ supervisors/managers is 

the process of recruitment and selection process. If their recruitment or hiring process is effective, it is a 

sign of success for the organization. It is the most challenging job to get the right candidate at the right time 

for the right job. Many big companies also fail in their recruitment and selection process because they do 

not know when to recruit and how to recruit for which position. An HR supervisor/ manager/ professional 

should know how to utilize their organization resources. They must ensure that they are utilizing their 

resources at the right time in the right way. A strategic human resource supervisor/ manager must have 

mastery skills and know-how to treat and assigned work to his employees so that he can easily manage his 

employees, and in this way, the employees will also serve in a better way to the customers. It is also 

important for the HR supervisor/ manager to keep a check on his employees and track their performance 

daily so that if they lack in anywhere so they can be sent for training where his skills can be polished. In 

well-reputed organizations, employees and managers / senior executives are flexible. They are ready to 

face challenges anytime. Because the business world keeps on changing, so with time to time, the 

organization should also adopt change and keep themselves updated. Furthermore, for that purpose, 

training and development of the employees plays a significant role so that employees learn continuously 

that: 

 What is going on nowadays?  

 How to face the challenge?  

 What strategies to use for the betterment of the company? 
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 How to generate profits and minimize costs through new techniques? 

 How to encourage employees to complete tasks before time? 

 According to Arifin et al. (2020), getting higher profits and high performance, HR needs to focus 

on their hiring process because they are the one who deals with this. They should be cautious while hiring 

new employees because they pay for the recruitment and selection process. If this process is not done 

correctly, the company will face a big failure after some time. HR supervisor/ manager should also 

concentrate when they fire someone from the organization; he must ensure that whether the employee 

which he is firing is not capable, or not take an interest, or does not meet the requirements of the 

organization. One thing that an HR supervisor/manager should keep in mind is to give feedback to their 

employees. Because if they (supervisor) do not respond on the performance of the employees, then the 

employees will be unaware of their performance, and there will be fewer chances of improvement for the 

employees. When employee performance is appraised, they will know that the supervisor/manager is 

keeping a check on them. Hence, giving feedback on regular basis also plays a major role to improve 

performance (Delery & Roumpi, 2017). 

HR supervisors/managers should make up a compensation plan, which is fair. The employee who is 

more deserving and the employee who is less deserving should not get the same compensation plan. The 

compensation plan should be made according to the performance and position of the employee. If one 

employee is working more and giving more time to his job and on the other hand of the other employee is 

just doing his job just to get money and not taking an interest in his work and not dedicated to his work, 

then they should not be paid equally as this will create dissatisfaction among the employees. 

According to some studies, an HR supervisor/manager should create an environment where the 

employees get respect, should be treated well. HR professionals should develop a good relationship with 

their employees so that the employees work more efficiently. The employees should be provided with 

current information. An HR supervisor/manager should be unbiased; he must ensure that not to give any 

favor to anyone and treat everyone equally; otherwise, the employees will realize that they are not treated 

as good as others are treated, and this will create demotivation and differences among the employees.  

In some large and reputed organizations, the employees get on the job training (OJT), where they get 

training from the workplace. To be successful in the industry, it is necessary to focus more on flexibility 

and innovation because things keep changing. A strategic human resource supervisor/manager, it is 

equally important to keep a check on the external environment of the company to explore: 

 What are others serving to their customers? 

 How are they serving?  

 What technology are they using to meet the change? 

 What new things are they innovating? 

 How to compete with the competitors? 

In some companies, HR managers also help their company to get a competitive advantage over rivals. 

This strategy is done by hiring the right candidates for the job, making a type of staff which is dedicated to 

their work, they are more focused to the future of the organization, those employees not only plan for short 

term goals but they also plan on how to achieve the long term goals of the company (Delery & Roumpi, 

2017). Do successful organizations have effective HR professionals who are much aware of their 

organization's needs, such as they know what employees do they need? How many employees do they 

need? From where should they start their recruitment process? When should they end up their recruitment 

process? Do they have a rich workforce in the organization? How many employees do they have who are 

more competent and able to achieve targets and are less competent? When the HR 

supervisors/professionals have much knowledge about all the questions discussed above, then he (HR 

supervisor/professional) is the one who can bring a good chance in the organization and have a good 
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mindset and idea of how to run the organization successfully. This is the indication of a brilliant HR 

supervisor/professional (Pfeffer & Veiga, 1999). 

4. Data Analysis and Results 

4.1. Findings and Interpretation of the results 

According to the data file, Regression and ANOVA technique has been applied.  The reason for 

applying this technique is to see the relationship between two variables, i.e., HR Supervisor with Profit 

Generation and Task Completion, where HR Supervisor is an Independent variable and profit generation 

and Task Completion are Dependent variables. 

Table 1. Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .521a .272 .269 .65247 

a. Predictors: (Constant), HR_Supervisor 
 

Table 2. ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 44.921 1 44.921 105.519 .000a 

Residual 120.477 283 .426   

Total 165.397 284    

a. Predictors: (Constant), HR_Supervisor 

b. Dependent Variable: Profit Generation 
 

Table 3. Coefficients 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) 1.107 .121  9.180 .000 

HR_Supervisor .581 .057 .521 10.272 .000 

a. Dependent Variable: Profit_Generation 

In table 1 of model summary, the value of the R square of an independent variable HR Supervisor is 

0.272, which means that the Independent Variable, i.e., HR Supervisor, conjointly describes 27.2% of the 

variance in the Dependent Variable. As per Table 2 of ANOVA for profit generation, the F statistic value is 

105.519, the distribution is F (1,283), and the probability is less than 0.001; there is strong evidence that beta 

is not equal to zero. In Table 3 of coefficients, the beta is positive, i.e., .521, which means there is a positive 

relationship between the two variables, or we can also say that HR supervisor (IDV) is positively correlated 

with Profit Generation (DV). In the above table, the sig value is .000, which is less than 0.05, so we can 

conclude that the test is significant, and there is a strong relationship between Human Resource Supervisor 

and Profit generation. Thus, H1 is accepted. 
Table 4. Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .419a .176 .173 .59240 

a. Predictors: (Constant), HR_Supervisor 

In table 4 of the model summary, the R square value is .716, which means that the variable explains 

the 17.6% of the variances, or we can say that an HR Supervisor conjointly describes 17.6% variance of the 

dependent variable, i.e., Task Completion. In ANOVA Table 5, the F value is 60.252, and the F distribution 

(1,283), the probability is less than 0.001. The significance value is 0.000, which is less than 0.05, which 
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means that H2 is accepted because it shows a positive relationship between Human Resource Supervisor 

and Task completion. 
 

Table 5. ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 21.145 1 21.145 60.252 .000a 

Residual 99.316 283 .351   

Total 120.461 284    

a. Predictors: (Constant), HR_Supervisor 

b. Dependent Variable: Task_Completion 
 

Table 6. Coefficients 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 
(Constant) 1.393 .109  12.724 .000 

HR_Supervisor .399 .051 .419 7.762 .000 

a. Dependent Variable: Task_Completion 

Table 7: Summary of Results 

Sr. No Hypothesis F Value  Sig Empirical Conclusion 

1 Human Resource supervisor helps in generating profits. 105.519 0.000 Accepted  

2 Human Resource supervisor helps in task completion.    60.252 0.000    Accepted 

5. Conclusion 

It is found that there is a positive effect of the independent variable, i.e., HR supervisor, on both 

dependent variables, i.e., profit generation and task completion.  From the present study, we can conclude 

a meaningful relationship between the IDV and the DVs. Hence it is proved from the test that HR 

supervisors do help their organizations in achieving organization goals (Profit Generation and Task 

Completion) in a systematic and organized way. In many companies, HR supervisors play a key role 

because they are the one who set priorities and set standards and share the goals with his employees so the 

employees are well prepared to achieve those goals with innovative techniques and procedures.  
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