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Introduction
The human resource (HR) department’s needs are different from the other departments in the organization. This means that the case management tools and approaches used to resolve the cases it faces are different and specifically designed towards addressing the challenges the department is dealing with. This report aims to highlight and discuss the strengths, weaknesses, opportunities, and threats that come with case management in the human resource department. Using the SWOT analysis approach, this report examines the case management challenges and how HR managers can work them out to enable smooth and successful management of the human resources in the organization.
Case Management in Human Resource Department
Human resource departments receive numerous requests from all stakeholders in the organization, employees, customers, and even the managers of the other departments. These requests can arrive through the different available modes of communication including email, phone, or even gets delivered face-to-face. Given the numerous issues and requests the department faces, the greatest problem is the inability to provide an industrial-strength solution that would support the operational activities of the department (Clardy, 2013). In other words, the organization may lack a proper HR case management solution. As Motahari-Nezhad and Swenson (2013) explain, HR’s responsibilities include different dynamics that should be supported by case management solutions. These responsibilities include the need to protect the sensitive information contained in the request or requested, maintain frequent collaboration with the stakeholders to help resolve complex problems, and ensure that the organization is compliant with external responsibility guidelines (Motahari-Nezhad & Swenson, 2013). HR case management, therefore, refers to the strategies employed by the department (HR) to improve the quality of the services offered by the employees by resolving the HR problems such as questions, requests, and effectively manage and resolve payroll issues.  
SWOT Analysis
Strengths 
Employee Development 
Employee development refers to all the activities and programs in the organization designed to help employees advance in their careers by bettering and sharpening their skill set. These programs may include mentoring, coaching, and training. The interviewee, manager of a supply and chain company, identified these three techniques as the main methods used by their organization to help their staff become successful and achieve career advancement. According to Froese (2020), HR leaders play a critical role in the career progression of the employees because in most cases, they (HR managers) are the first person of contact to new employees. As such, they play a role in ensuring that new employees can find the competitive opportunities to enable them successfully integrate into their responsibilities as well as achieve career growth. 
HR Departments further play an important role in advocating for organizational mentorship and other career advancement programs such as coaching and training. Froese (2020) further explains that offering employees these opportunities (coaching and training) can help to improve their engagement and even make them excel in their work. One of the key responsibilities of the HR department is to serve as a resource for workers and be the listening ear to them whenever they have problems, concerns, and even feedback that they want to get to the management. As such, those who work in this department should have the knowledge and skills that will enable them to fulfill these responsibilities. More importantly, those who work in the HR department need to be there out of their genuine interest in helping others succeed (Froese, 2020). 
Advocacy 
Another successful strength of the HR department, as mentioned by the interviewee, is the ability of the department to bridge the gap between the staff and the management. In most organizations, this is a great problem because employers often perceive themselves as different from the employees. This disparity can affect the organization’s performance. According to Froese (2020), the HR department has many roles, but the most important one is the voice of employees. The existence of the HR department in the organization enables employees to get protection because whenever they have a problem with other employees, customers, or even the management, they can turn to the HR desk to get guidance and advice on what to do. This is the most effective way of handling case management problems in the organization. 
Compliance 
Another strength is ensuring that the organization is compliant with the employment regulations. Employees, as Froese (2020) explains, depend on the HR department to ensure that the organization is compliant with the employment regulations and maintains the current policies and expectations. However, given the diverse nature of the employment environment, some of the rules can be easily ignored or forgotten out of misunderstanding or lack of understanding thereof. The HR department, therefore, becomes a critical tool in promoting an understanding of the nuances and the complex rules related to employment to ensure that the organization is compliant with the regulations. 
Weaknesses
Lack of Financial Mindedness 
One of the greatest persistent problems facing the HR departments in relation to case management is the lack of collaboration between finance and HR departments, and yet the two departments are critically concerned with the finances of employees. The HR department sets the salaries and other financial benefits that the employees should receive and the finance department ensures that they are implemented by paying out the expected amounts to a respective staff member. However, the lack of collaboration between these two offices shows how the organization could affect the organization’s performance and resource management. 
Lack of Effective Strategic Foundation 
The HR department is the most important sector in the organization in helping the institution adopt new processes. However, as the interviewee responded, HR is also the department that can affect the organization’s performance by slowing down the process of getting tasks done in time. However, this does not mean that the department is not strategic in any way. In most cases, the HR department is strategic more internally than externally, which affects the organization’s ability to identify and nurture talents and how it can contribute to the overall business strategy. In some cases, the HR department is often criticized for lacking business acumen. Whether people agree or disagree with this argument or criticism, the most important thing is that the department can benefit more when it collaborates with the other departments and team members. 
Less Customer-Focused 
The HR department is more concerned about the employees (internal ways) than other stakeholders such as customers. As Froese (2020) further asserts, the HR department’s responsibility when it comes to case management involves handling all the requests and inquiries from customers, employees, and even the management. However, focusing more on internal stakeholders than external ones create a disconnect between the department’s responsibility when it comes to internal and external practices. Most of the department’s actions and activities are organized towards improving the internal performances and practices but leave nothing or little to the external practices or stakeholders. For example, the way the HR department looks at employees’ productivity does not consider the customer needs, or how it would affect the needs of the customers would directly affect the internal changes or adjustments. This disconnect can create a problem because employee productivity may be achieved but it does not align with the needs of customers. 
Opportunities 
Opportunities refer to the chances for something to become positive or positively influence others. These chances often emerge from situations inside or outside the organization and require the stakeholders to see the future with these possibilities (Helms & Nixon, 2010). Here are the opportunities associated with HR in case management.
Leadership Development 
As much as the HR department is responsible for creating opportunities for employees to advance their careers through coaching and training, leadership development is also a critical part of this change. Not only do employees need to advance and expand their skill-set or knowledge, but leaders also do. However, leadership development also involves training the rest of the staff on leadership. Given the workplace diversity and the fact that the workforce is aging quickly, there is a need to see the HR functions in the future by ensuring that the current younger staff are also trained on the challenges and possible solutions to HR problems (Jackson et al., 2003).
Poor leadership is one of the reasons that result in high employee turnover. As Jackson et al. (2003) further explain, organizations require more active leaders as well as create leadership opportunities for the younger generation, which can necessitate training and coaching programs. 
Retention and Motivation
Recruiting, retaining, and motivating the current workforce is already a challenge to many organizations, but with the workplace environment continuing to change, the future is very uncertain when it comes to these three aspects of HR responsibilities. Many workers are looking for other job opportunities in other places when they already have a job because they don’t see the retention or motivation strategies impacting them positively. Some organizations even do not have such strategies in existence. This constant way of looking for greener pastures somewhere else other than in the organization where they are already employed is an indication that many HR departments have failed to create retention and motivation strategies that meet the needs of their employees. 
Finding the best methods to attract, retain, and motivate the staff is the work of the HR department. These new methods involve responding to job promotion requests, attending job fairs, and sending promotional mailings to the staff to improve their interests in the workplace. The work environment today has changed in many ways. For example, many potential employees are looking for employment that can support their personal lives; family, friends, and social life in general. Therefore, it requires searching for diversity that can incorporate these new ideas in the organization’s guidelines as well as increase productivity. 
Threats 
Threats, as Helms and Nixon (2010) explain, refer to anything in the organization or outside that can negatively affect the business performance. It is important to anticipate threats and take the necessary action against them before they negatively affect the performance and stall the growth of the organization. This requires the organization to think and perceive the possible obstacles that may impact future performance. 
Culture 
Culture is the greatest threat that HR departments and managers are facing in the current work environment. Culture can have a positive or negative influence on organizational performance. Performance can be defined in different parameters including customer satisfaction, attendance, productivity, and safety. HR, therefore, plays a critical role in the development of a culture that promotes financial success as well as fulfillment of the parameters identified above.
Culture can also impact the retention and turnover of talented employees. The workplace is constantly changing and HR policies and practices must also change to meet the growing and newly emerging demands in the market by ensuring that new strategies are created or added to the already existing ones to ensure that they meet the new demands on the way. 
Recommendation and Conclusion
This analysis has shown the problems and possible threats that HR managers are facing regarding case management. Automation of HR activities and practices can be a solution to many problems and threats identified in this report, including changing workplace culture, building an effective strategic foundation, and become more customer-focused as well. Different automation tools are available in the market today that can assist the HR departments to automate some of the workflows so that employees and customers can send their requests and inquiries and get routed to the right person for quick response and action. Automation also improves the efficiency of the department as well as increases satisfaction for employees, which reduces the turnover among talented staff because their issues are resolved more accurately and faster compared to when the manual processes are in use.  
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