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Information Technology in HR Department
Introduction
This discussion is concerned about describing the job created after incorporating technology into the operations of Human Resource Management (HRM). Since I am the head of the HR department, this discussion will help reorganize the available workforce with the aid of technology to attain a reliable workforce. As such, I will utilize both job description and specification to hire and train IT specialists to a level where they can manage HR-related software and programs appropriately, hence measuring performance improvement.    
Job description and specification 
Information technology specialists in HRM are mandated to critically analyze social, economic, and political aspects associated with the company to ensure that they align with the current technological advancements. The above job description will guide my department’s personnel on the specific approaches of applying information technology in the organization. Precisely, all employees' skill sets will be reshaped to a state where they can use technology while working within legal, economic, social, and political aspects. Equally, information technology specialists are as well responsible for reorganizing the entire organization's workforce's skills to ensure that they work as per the requirements of applied innovation (Stone, Deadrick, Lukaszewski, & Johnson, 2015). This group of employees aids organizations in developing new strategies and programs that are utilized to create new capital. The above job description is vital to my department’s operations since it will help top officials identify the most appropriate programs and strategies that IT specialists must put more emphasis on.
Among the job specifications of an IT specialist in HRM is regular evaluation of systems to ensure that they meet the necessary demands.  As such, the above specification will aid the HR officials in hiring qualified IT specialists and, thereafter, training them to a level of evaluating systems appropriately (Stone, Deadrick, Lukaszewski, & Johnson, 2015). The second job specification is the maintenance of network connectivity between computers from various departments. With the above specification, it will be easier for HRM to equip the hired IT specialist with the necessary skills to maintain reliable connectivity between computers from various departments (Stone, Deadrick, Lukaszewski, & Johnson, 2015). Notably, IT specialists in HRM are required to secure the organization’s data. Therefore, the HR officials will be mandated to appropriately train their IT specialists, safely storing organization data.   
How performance evaluation boosts Continuous Performance Improvement (CPI)
[bookmark: _GoBack]The feedback obtained after conducting performance evaluation in my department will help in determining each employee's contribution to the attainment of the organization’s goals. According to DeNisi & Murphy (2017), performance appraisal is conducted tactically to ensure that each employee’s contribution is determined. As such, the employee will be able to match their performance with that of the colleagues to identify specific areas for improvement. Lam, O'Donnell & Robertson (2015) further suggest that performance evaluation provides employees with precise information regarding their role and status. As such, the approach helps employees identify their strengths and other skills that they can apply while executing their duties. Performance appraisal has been confirmed to be a useful tool for attaining self-development among the employees, hence identifying areas for specific improvement. 
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