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1. [bookmark: _Toc7808982]Human Resources Professional
1.1 [bookmark: _Toc7808983]Definitions

Organisation it is a group of persons, working together for achieve a common goal.

The organisational function:
· Commercial function – supply, sales, marketing.
· Production function.
· Financial function.
· Human resources function.
· Research and development function.

Management it is the process of setting objectives, the coordination of staff efforts in order to achieve them in an efficient and effective way.
Human resources management (HRM) it is a strategic and coherent approach to how it is managed the most important resources of the organisation – human assess.
The human resources management can be defined as the process of achieving the organisational objectives by attracting, retaining, developing and correct use of human resources in an organisation (Donelly at All, 1992).
The component activities of this process include:
· Human resources planning – evaluation of current staff, previewing the needs of staff in the future, implementation of plans to employ or decrease the number of staff.
· Recruitment – search for qualified persons to occupied different position, both inside and outside of the organisation.
· Selection – testing and interviewing all the candidates for choosing the best available one.
· Orientation (Induction) – helping the new employees to get use to work environment, learning the rules and regulations as well as the advantages offered by the organisation.
· Training and development (Learn and development) – making programs to help employees to improve their skills and learn the activities they will have to accomplish.
· Performance assessment – the evaluation of labour assessment criteria, effective implementation of the evaluation, discussing the results with the employee determining how to reward their motivation to achieve high performance.
· Rewarding – setting the value of wages and other benefits.
· Pursuit of employee careers – collection and retrieval of information on the promotion, transfer, departure or dismissal of employees.

1.2 [bookmark: _Toc7808984]Human Resources Management Purposes

The general purpose of HRM is to contribute to the achievement of the organisation purpose of being profitable through people.

Other purposes : 
· Organization – creating an optimal organisational structure;
· Procurement of human resources – by recruitment and selection;
· Adapting to the requirements of human resources – by training and development;
· The value of employees – creating and strengthening motivation (by material and non- material compensation), performance management.
· Creating and maintaining the relationship between employer and employees.

Approaches to Human Resources Management:
· As an organisational department – highlighted as a cost centre inside of the organisation structure.
· As an internal consulting unit.
· As a profit center inside of the organisation financial structure.
· As an external consulting unit.

1.3 [bookmark: _Toc7808985]Human Resources Professional

According to M. Amstrong, human resources professional roles are:
· Business partners – they own responsibilities in the organisation succeed.
· Strategist – thinking long-term strategies for developing human resources and relationship.
· Consultant, active worker – design and modify personnel management processes, diagnose problems and propose solutions.
· Innovative – introduce new processes and procedures.
· Monitor – make known the procedures and policies of human resources, supervise their compliance.
· Reactive and proactive – respond to requests but also prevent conflictual situations (M. Amstrong – Human Resource Management Practice).
Possible ambiguities and conflicts:
· Who is the customer?
· Roles shared with executive managers.
· Different values.
· Different priorities,
· Differences with employees representatives.
Professional Conduct - The general rules of conduct refer to the:
· Accuracy of the information provided:
· Privacy;
· Advisors – employee counselling and development skills;
· Equal opportunities offered to all categories (being promoted, have the same wedges)
· Professional Integrity treatment – the way he treats others.
· Perfection.

Categories of competence required by the human resources professional:
· Personal skills (Roberts, 1997) are all attributes of knowledge and personal values relative to the work that a person is using to do the job well.
· Competent authorities of the resort (technical skills) represent what must be able to do a person with a specified position – “actions, behaviours or outcomes that the person must be able to demonstrate” (Amstrong, 2000).

2. [bookmark: _Toc7808986]Organisational behaviour

2.1 [bookmark: _Toc7808987]Component elements of the organisational behaviour

Organisational behaviour it is a period applied to the systematic study of the individuals behaviour within the groups, including analysis of the nature of the groups, development of the structure within the groups and between the groups, the process of implementing the change. The purpose of studying organisational behaviour is to pre watch and/or control individual and group behaviour for contribute to the achievement of managerial scopes that can or may not be shared in the hole organisational structure (Cole, 1995).

The component elements of the organisational behaviour are related in the next picture (Adapted after Cole, 1995).

	Psychology
Personality
Motivation
Perception
Individual necessities
Learn
Stress



Sociology
Groups study
Organisational structures
Social structures
Organisational culture
Systems
Organisational change

Organisational politics
Power
Authority
Leadership
Conflict
Cooperation

Philosophy
Ideology
Human nature
Competition

Economy
Resources
Costs

2.2 [bookmark: _Toc7808988]Motivation

Motivation is the internal state that causes an individual to behave in a way that leads to the achievement of specific purposes.



Human motivation theories

The theory of equity explain the motivation according to individual perception of the equity in an specific situation and how not equity conduct to a specific behaviour.

If an person think about that was treated not fair compare with some other mate, will react like one of the follow:

· Will try to balance the work quantity with the reward so will work it less than before;
· Will ask to the superiors to be rewarded according to the work performance, but will never be enough;
· Will try to change the perception;
· Will leave the organisation.

Maslow theory
Maslow theory about human behaviour, started from the premises that people are working to satisfy unfulfilled needs, like will follow:
· Physiological needs like food, water, sex, etc.
· Security needs like personal protection, economical protection, etc.
· Social needs like love, affection, the feel that we belong to something or somebody, friendship, etc.
· Self esteem needs like respect, prestige, recognition, etc.
· Accomplishment needs like creativity, innovation, professional growth, etc.

Hierarchy of needs means that the order of satisfaction is from the basic ones to the higher ones.

[image: https://doodlesbaker.files.wordpress.com/2014/03/maslows-hierarchy-of-needs.jpg]

X and Y theory
The X and Y theory is represented about two sets of afirmations on the grounds for and believes that influence managerial behaviour with subordinates.
X Theory
· People do not like to work, they try to avoid it.
· People do not like to work that is why managers should control, directed and take coercive measures to force them to work and achieve organisational goals.
· People prefer to be directed because they avoid responsibilities, for more secure because their have small ambitions.

Y Theory
· People do not dislike to work by nature, because it is a part of our life.
· People have an internal motivation for achieve goals that they have devotion.
· People could be very devoted to achieve a goal according to the reward for this.
· In the right environment, people are looking for responsibilities.
· People are able to be innovative when they have to solve organisational problems.
· People are brilliant, but in specific organisational circumstances, they are not allowed to use the potential.
· Herzberg theory

[image: See the source image]


2.3 [bookmark: _Toc7808989]Organisational culture

A complete definition of organisational culture according to Kroeber and Kluckhohn (Senior, 1997) : “The organisational culture consists of a determined way of thinking, manifestation of feelings and reaction, which is obtained and transmitted by symbols, as representative distinguishing elements of groups of people, including their expression through facts, the essential element of culture consists of traditional ideas and value attached to them.”
In a simplified way to say, we can define organisational culture as “the way we do things here”, all the typical things for that organisation, the way that we form, accept for the expected behaviour.

The organisational culture characteristics are:
· The emphasis placed on the group or individual – the extend to which activities are organised around people or groups;
· People orientation – focusing on task managers or people, extent to which managers take into account the consequences and influences of decisions on people;
· Attention to details – measure that is expected from accuracy, analysis and attention to detail;
· Risk tolerance and innovation – the degree of acceptance of the innovative, aggressive and risky behaviour of employees;
· Aggressiveness – the extent to which employees are aggressive and competitive in the approach versus willing to collaborate.
· Orientation for purposes or by means – the extent to which managers are focused on results or the techniques and processes needed to achieve these results;
· Stability – the decisions and actions within the organisation underline the maintenance of the organisational status quo.

2.3.1 [bookmark: _Toc7808990]The organisational culture elements

The elements of organisational culture’s “web”, according to Senior, 1997 are the following:
A. Practices – the way that the organisational team members are treating to each other. Element that link different organisational parts or departments. “The way that we do things here” offer to the organisation beneficial distinguishing competencies. This organisational element it is the most hard to change one because involve not only managerial desires, but also involvement of all organisational team members. For changing this element, the managerial team should choose a participatory behaviour expressed by the availability of subordinates, direct and effective communication with them, hiring young people  whose way of thinking has not been deformed yet (Senior, 1997).
B. Rituals – the rituals of the organisational life, like evaluation, promotion, training programs, the way that they prepare and present meetings, briefs, the way that they negotiate and listen the team members opinion about internal decisions, could be an advantage for “the way that we do things here”, and can be signals of the important things and values in wich the organisational team members believe. Obvious, the participation of the top and middle managers from the organisation, it is very important to name “the way that we do things here”. They represent the policies of the organisation and should be in accordance with the strategy that organisation is trying to implement. The chances for induces change inside of the organisation to be successful are bigger when the policies (which are usually neglected by some organisations or some managerial team) are very clear defined and accepted by the organisational team members.
C. Stories – the stories between employees, to the people from outside of the organisation and the new coming people, create an specific image and expectations about the team members behaviour. As manager, you can choose what kind of image are you are you sending for a new come person inside of the team, and what kind of behaviour it will have. A good way to promovate a specific situation against the rules and regulation, that could be a lesson for the team members, it could be internal information like flyers, papers, announcement) and describe the organisational life.
D. Symbols – people are sensitive to the image that create symbols, like titles, offices, cars, terminology used in common language. They present the nature of the relationship, motivation and organisational values. Highly hieritalised organisations usually have a high degree of formalization, as well as a strong influence of the rules, procedures for employees. In this kind of organisation, the managers are trying very hard to keep the status, the power, and the organisational symbols are proving this. As the degree of formalization growth, the managerial influence to the other organisational elements decreases.
E. Control and evaluation system – this system and the organisational reward system sustain what is the most important for employees. When the system value the most the performance, based on criterias who measure performance periodically, executants will do the best to accomplish the target, being motivated by the results. When organisational system value some other criteria to evaluate, the executants will feel demotivated at the end. The control and evaluation system is not enough just to exist, it should be very clear and known by the every single organisational team member.
F. Structure of power – it is very important for organisational culture, because the power groups from inside of the organisation have a very big influence about it. The most important things in the organisational culture will always be influenced by the most powerful group from the organisational team. That is why the organisation should be very conscioused about the power groups (sometimes the power groups exist by informal) at the high managerial level, and their influence it should be used by the organisation. Foe example, if inside one organisation, there are two cultures, based on power groups, they should influence to each other, to create only one culture, with the positive and constructive elements from each one.
G. Organisational formal structure – specify the barriers about what is the most important for their members like results, power, bureaucracy or cooperation. Plate organisations, oriented to cooperation and results, are more adaptive to change, from the all points of view, aware about culture change.

The organisation’s paradigm expresses its philosophy and refers to:
· Organisational orientation (to the tasks or to the people) knowing that oriented to the people reward organisations, value the most the high performance.
· Awareness raising and rewarding successes.
· Awareness of the need for the permanent environmental analysis to determinate new opportunities.
· Devotion to change.

[bookmark: _Toc7808991]2.3.2. Influence on organisational culture

The organisational culture are created and changed by the permanent involvement of the managers and subordinates also.
Managerial roles to influence the organisational culture (Plunkett, 1994).
· Identify the most important values;
· Clearly define the organisational missions and aims;
· Define the limits of individual autonomy and the degree for working individual or as a team;
· Work frame structure for accomplish the organisational aims.
· Development of a reward system that emphasizes with the organisational aims.
· Create a socialization system that will align the new employees to to established culture elements and will intensify their application by the others. As high are the position of the managers in the hierarchically scale, they will have a higher influence about the dominate organisational culture.

Employees roles to influence the organisational culture have the dimension to accept and adapt by them for the cultural elements, according to the way that realize the socialization inside od the team. The could implement some named values in the organisational culture. If there are people who bias to the workplace and also they are trying to influence the new employees to do the same things, as models, that could be a very bad things for the quality of products, services, no matter what the manager will say, they will continue to do the same way. In the other hand, if a team are completely involve to accomplish a deadline or a high results for a project that they are involve in, they will influence to each other for the best result, no matter what kind of influence will manager try to have it.
An important way to influence the organisational culture or “the way we do things here” is to create organisational subcultures. Subcultures are unit or groups who shared the same value, believes, norms. All this should come and complete the general organisational culture. Usually, the subcultures are more important than the general organisational culture.

National culture
Geert Hofstede, lecturer and specialist in management domain, as a General Manager for IBM concern from Europe, realized an investigation from about 116.000 employees. The conclusions, describe as follow, it showed that there are five types of main matches dimensions of the national culture, based on individual and group actions and decisions, like:
· Distance from power big/small;
· Individualism/ Collectivism;
· Female/Male;
· High/low level to avoid uncertain;
· Long/short term approach.

Distance from power – is defines as being extent to each employee with lower power from organisation or institution from a specific state, wait and accept that the power is distributed unequal.
If we speak about big distance from the power, managers and employees are considering itself as unequal existential, and organisation centralise the power as much as is possible, using as few hands as is possible. In that countries, the wedges systems show a big difference between top managers wages and line managers wages, and the best manager it is showed as a nice autocrat or a “nice father”.
If we speak about the small distance from power case, the managers and employees are considering itself as equally existential, establish conventional the differences by hierarchical system. In that countries the organisation are enough decentralised, with a low number of hierarchical levels and limited number of supervisors, the managers should be accessible for employees, and the best manager is a democratic full of resources person.


[image: See the source image]

The third dimension of national culture  according to Hofstede is male/female as element of different between genders and also as accomplish and cooperation associate. The criterias when an employer choose a new team members according to gender, there are:
· For males – income, they will have the opportunity to earn big income;
· Recognition – being appreciate if you will do a good job.
· Promotion – they will have the opportunity to be promoted.
· Challenge – to take the job description as a challenge to improve yourself.
· For females – direct manager – they will have a good relationship with the direct manager.
· Cooperation – they will cooperate easier and they will work in a team.
· Life environment – they will create an environment like she wish to have for her family.
· Secure position – they need to be sure that they will have the position as long as they will decide.

In the female type culture, there are preferred to solve the problems by compromise and negotiation. Male societies prefer to teach the kids to be arrogant, ambitious and competitive, and this kind of organisation are focused about results, they demand for, and the reward will be according to the performance. The female society oriented the young generation to the modesty, solidarity, and this kind of organisation reward people based on equality, means as much as each one need.
Male and female cultures create different kind of managers. The male one will be decided and agresiv, which will be a quality only in a male organisation. He will take decisions by himself, without having group discussions.
Male countries compare with female countries are doing better just in a few domains from industry, where the things should be done quickly and as good as is possible. Female cultures take advantage when we speak about providing services, consulting, transportation, agriculture, etc.
Paradoxal, because of the male domination to the workplace, the female should be more ambitious for win against the male competitors and take some top positions. The IBM study showed that female managers, compare with male managers, they have more male values than the males.
[image: See the source image]
Avoid uncertain – is the national culture dimension that refear to time is going in only one way, future is uncertain, the uncertain is associate with condition of human existence. We can define avoid uncertain as the measure of some culture members are feeling threat about some unknown or uncertain situation  (Hofstede, 1996; Nicolescu, 1997).
[image: See the source image]
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3. [bookmark: _Toc7808992]Employee Resourcing

Employee Resourcing strategy it is ment to answer of two fundamentally questions:
1. What kind of people the organisation doe it need for being a strong competitor and remain like this in the future?
2. What the organisation it should do for attract, develop and keep this kind of employee?

The strategy pressume to approach the following aspects:
· Human resources planning;
· Recruitment;
· Selection;
· Introduce in the organisation to the new employee:
· Reducing the number of employee.

3.1 [bookmark: _Toc7808993]Human resources planning

Human resources planning is the process thru an organisation identify the requirements of human resources from inside of the organisation, and elaborate plans to accomplish that requirements. The human resources needs should be named in an quantity way (how many people we need?) and quality way (what kind of people do we need?).
Human resources planning it is an integrate part from planning of economic activity of the organisation.
Factors which influence the human resources planning:
· Organisation – internal environment, internal policies, rules and regulations, human resources processes from inside of the organisation, etc.
· External environment – human resources market with specific characteristics of geographic area, and types of available positions.

Human resources planning objectives:
· Attracting and retaining the necessary number of people, with the skills, knowledge and competences required.
· Development of a flexible, well-prepared working force.
· Reducing labour market addiction (especially when there is a deficit in an specific domain of qualification).
· Improving the use of staff;
· Create the possibility of anticipate the potential  surplus or staffed deficit.
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Scenario based planning – involves an analysis of the factors that can affect the segment of the labour market that the organisation is interested in, so it can predict various situations that may occur in the future.
Demand and supply previewing – consist, on the one hand, to estimate the future human resources needs (counting on the economic organisational strategy), and in the other hand, to estimate human resources supply (considering as much both, internal and external human resources market.
The analysis of the fluctuation of personnel is accomplished with the aim of previewing the future losses of personnel and identify the reasons behind the departure from the company.
Labaour force fluctuation it could be measured by a few indicates:
· Labour force fluctuation index – is a procent between the number of employees who leave the organisation in an specific time period and the medium number of organisation employees at the same specific time period;
· The rate of stay – how many employees came as new entrynin an organisation in a specific time perios and how many remain after a specific time period, like years.
· Stability index – it is the number of employees with less than one year, reported to the number of employees with more than one year inside of the organisation.
· Seniority analysis.

There are a few kind of plans that organisation should use to plan human resources. It should be flexible and usually for short term because it is hard to predict de demand of employees in the fast change periods.
· Development plan – the organisation should clearly define which categories of employee will be sustained for personal development, and which tools like training they will be able to offer.
· Recruitment plan – according to the identified categories demand, establish the right recruitment surces and methods and selection.
· Retention plan – based on analysis about the reasons who make people to leave the organisation, and estaqblish the action its required to stop this.
· Flexibilisation plan – presume to identify and use some other flexible models like flexible schedule, using better the employees skills and capacities, using part time employees, using consulting agencies.
· Staff reduction plan (if it is necesarelly).

4. [bookmark: _Toc7808994]Amazon Organisational case study

Amazon it is an international online company. The owner, Jeff Besos it was the first business man who realize the power of customer reviews and introduce as main criteria to be listed on Amazon website. 
From managerial and human resources point of view, the analyse will refer only to the United Kingdom branch. According to all theories described in first part of these report, Amazon organisation have a normal to good reward system, benefits system, very different from one hierarchical level to the other.
Basically, they are focused on target, usually they provide lower level of quality. The reward system is based on hit the target, without to mention that a person who overload the target, in the same time, have a lot of negative feedback from the problem solve department, means a big quantity of work, a big quantity of mistakes, so big loose for organisation. But in the reward system we find out just the first part, meaning the target which is not fair, because the rest of departments have to fix many problems to deliver to the customer the best services. Another problem it is the fact that, people are promoted only on the productivity criteria which bring us back to the previous discussion. The groups of power are very influencing inside of the organisation, because around one manager which definitely does not feel so confident about his position, usually are coming people ready to protect the position in exchange to have some advantages like protection, being a win win business but not an advantage for the organisation. Many managers looks like they run the own business inside of Amazon.
As a member of the team, I have tried to test the system, when two opportunities appeared as two available position. One it was inside of the Human Resources department and the second in the Inventory Controll and Quality Asses team. After the internal information about the availability I applied for both. Very soon I received an answer from the human resources about that position and they informed me I am not suitable for this position. From the ICQA department I did not receive nothing, like my application does not exist, not even an automatically email as “we will consider your application”. Very soon people from inside the team laughed about me and my applications, because they said this kind of position are never available, and management team always know from the beginning who will be the next member of the team. Basically, they create a new position for a specific person not viceversa.

In conclusion, they do not intend to promote in a real way, based on real qualities, it is more based om power groups. Also the bad management based on productivity, because the reward system accessible just for managerial levels, it is also a bad point for organisation.
That is the principal reason why all the time people are leaving the company in a bad condition, and they are always looking after new employees.
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