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[bookmark: _Toc55931245]INTRODUCTION
Business management involves organizing, analysing and planning of all types of business operations that involves managing people withing an organization. These activities play an important role in the growth and development of the organization (Leroy et al., 2018). Managing people effectively is necessary to enhance communication within an organization. The report will include a brief discussion about managing people by taking an example of Starbucks.
Starbucks is an American multinational organization headquartered in Seattle, Washington. It was founded by Jerry Baldwin, Zev Siegl, Gordon Bowker in 1971. At present, the organization is located over 70 countries and in 30,000 locations. The company is known as the largest coffeehouse chain in the world (Leroy et al., 2018).

[bookmark: _Toc55931246]TASK 1: CIPD PROFESSION MAP 
The HR professional has the responsibility to manage the human resources (HR) activities within an organization. They are responsible for recruiting new employees in the organization, managing their payrolls, training and other essential tasks. HR professionals manage part of the administrative functions within an organization. In order to improve their work and enhance their skills, HR managers should aim to follow the standards of the Chartered Institute of Personnel and Development (CIPD) professional map (Beatty and Queen’s, 2019).
The CIPD professional map sets the standards for HR professionals and it is an international benchmark for the HR's around the world. It helps HR professionals in taking effective decisions within an organization.  It is a basis for consultation work in the organizations. It enables the effective functioning of the HR department within an organization in order to make it work efficiently.  The main purpose of this map is to build a strong foundation for HR professionals (Emmott, 2016).
The new CIPD professional map guides the HR professionals to improve their work, planning and development. It defines the building blocks for effective people management. It describes ten specialisms and eight behaviours. This helps an individual to focus on the areas that require proper attention. (Emmott, 2016).
It has been divided into three professional values which are: 
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Figure 1: CIPD PROFESSION MAP
SOURCE: (Emmott, 2016)
PRINCIPLES – LED 
The professional decisions need to be clear and significant as well as effective especially in times of a drastic change. The principle led has three functions to define good or bad decisions: work matters, people matters, professionalism matters. Good work is all that matters when working within an organization and making effective decisions. People are the basic foundations of the organization, that is why they need to be taken care according to their work and behaviour. At last, professionalism is very important in taking any decision. Improving the work structure and culture is about professionalism and to understand the results of taking any kind of action in the organization (Beatty and Queen’s, 2019). 

EVIDENCE - BASED
The CIPD map will let the HR professional know about how to make effective decisions as well as it will show the evidence-based decision making which enhances the quality of professional judgment in an individual. It includes the behavioural acknowledgement of a person as an HR professional. It makes it easier to understand the human psychology for better decision making. Having a brief knowledge about the organization and people in the organization is also is very important for making effective decisions. Lastly, the practitioner expertise helps in applying shreds of evidence for practising (Emmott, 2016).

OUTCOMES DRIVEN 
The outcomes are supposed to be centred on increasing the possibilities of doing better work and achieving better results. For raising the rate of growth, it is important to increase the productivity in the organization. It comes when the employees are treated well and respected in the organization as well as their voices are heard by the management of the company. For better decision making it is important to have professionalism in the work standard, professionalism here means keeping the values and feelings of people in mind before taking any decision (Beatty and Queen’s, 2019).


[bookmark: _Toc55931247]TASK 2:  
[bookmark: _Toc55931248]COMPANY BACKGROUND
Starbucks is a multinational company and the world’s biggest coffeehouse chain. It was founded in 1971 by Jerry Baldwin, Zev Seigl and Gordon Bowker. Starbucks has its headquarters at Seattle, Washington. The company earns revenue of 26.50 billion USD and net income of $3.59 billion. Starbucks employs about 346,000 people. At Starbucks, they serve hot coffee, cold coffee, whole bean coffee, espresso, latte, Teavana tea products, juices and all the other variety of coffees and cold drinks. They also have a huge variety of snacks, nachos and other small bites. Many of the stores sell pre-packaged food items like sandwiches and pastries. The founders of Starbucks were college students and then they became friends. After some time, they came up with an idea of creating a start-up company together (Voigt et al. 2017).
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Figure 2: STARBUCKS LOGO
SOURCE: (Voigt et al., 2017)

[bookmark: _Toc55931249]LITERATURE REVIEW

HR FUNCTIONS
According to Madanat and Khasawneh (2018), the HR department at Starbucks uses some selective approaches for the recruitment process of their employees. The methods include keeping an eye on all the business aspects through which the recruitment or selection is done in the organization. Such approaches or procedures enable the organization to gain profits and achieve their goals and objectives. The HR department manages the recruitment and training of the employees altogether and makes sure about their compatibility of working (Snell and Lemley, 2017).

PLANNING 
As per the research done by Delery and Gupta (2016), it is identified that the human resource department at Starbucks develops several plans and strategies for satisfying their needs for the recruitment of employees. The planning includes analysing the company's requirements, its mission, objectives for the job. They collect information about the job as well as of the candidates. The strategies are made for the recruitment process and includes a job description, specification and eligibility criteria for the candidates. The planning function ensures the completion of the goals and objectives of the organization. This process ensures that the company will recruit the right people who will be capable of completing the required tasks and follow the standards of the organization (Snell and Lemley, 2017).

RECRUITMENT
According to Ahammad (2017), the recruitment of new employees is done in some specific positions that require to be filled. The skills and qualification criteria are required to fulfil by the candidates. Recruitment is the process of generating opportunities for individuals to work for the organization and earn money. At Starbucks a panel of HR professionals are going through the CVs of the candidates and ask relevant questions to check their knowledge and skills. The behaviour and nature of the employee are also checked, and in this way the HR professionals make sure that they are hiring the best employees for the organization (Snell and Lemley, 2017.).

SELECTION
Picking out the best of the rest is a tough task for the HR department of Starbucks. This needs a precise ability to choose the right applicant who fulfils the demands of the job. The employees are selected based on qualification, individual skills, grades and moral values and behaviour. These all are the essential manners on which the selection of an employee depends on. The recruiters check the ability of the employees by asking them questions regarding a particular situation and analyse their responses to them.  These are the qualification and criteria that needs to be fulfilled by the candidates regardless of the situation (Snell and Lemley, 2017.).

[bookmark: _Toc55931250]PRACTICAL APPLICATION
APPLICATION OF PLANNING:  Starbucks is the fastest-growing company in the USA. In order to achieve such an increase in the growth and development, they have a proper strategic planning system and a team that creates new opportunities and planning for the company. The company's goal is to become the most recognized brand in the world. In order to achieve this goal, it is important for the organization to have effective planning methods and strategies for its better and effective working. The company created a plann of opening at least four stores every day. This is a very ambitious target which requires a lot of capital and employees to manage every outlet effectively and in the way of long-term growth (Dworkin et al., 2016).

RECRUITMENT:  The recruitment process at Starbucks is done in several ways; they recruit different employees for different positions and according to their capabilities and working skills. For entry-level positions, there is no requirement for the candidates to be experienced, but some of the managers prioritize candidates who have worked previously in the industry. The entry-level candidates submit applications both online and in person. The recruiters check the applications and the qualifications of the candidates. If there is a suitable candidate for the job, he or she will be contacted for an interview. The recruiters check if the candidate is showing passion for the job and if the applicant can follow the company’s standards. The basic recruitment process includes description of the job and development specifications. There are two types of recruitment process within the organization, internal and external. During these processes the recruiters are checking if the candidates has enough knowledge, the right skills and abilities (Dworkin, et al. 2016).

SELECTION AT STARBUCKS:  The selection process includes attracting, screening and selecting the most suitable job seekers. The recruiters ask a variety of questions the applicants in order to check their range of knowledge. Higher positions recruitment involves an interview with a group of recruiters who decide the most suitable candidate for the job. Most of the questions refer to the personality of the candidates. The processes take time as the recruiters analyse all the applications and choose the right candidates very carefully (Dworkin et al., 2016).

[bookmark: _Toc55931251]DISCUSSION AND ANALYSIS 
[bookmark: _Toc55931252]EVALUATION OF EFFECTIVENESS OF RECRUITMENT 
The number of personal characteristics and skills that enables the candidates to carry out their roles for the required position are analysed by the HR professionals. An effective recruitment process involves both the internal and external candidates. The effectiveness of the hiring process can be measured by applying some methods (Aithal and Kumar 2016).
· By using different analytical tools for identifying the level of productivity. 
· By determining overall satisfaction for the job. 
· By determining the overall external satisfaction of the job.
· By analysis of recruitment processes or ratios in all the areas. 
· By overviewing the costs of hiring and payroll of each employee.  
The recruitment is a long-term process in which all the areas of the selected applicants are analysed in great detail (Treweek et al., 2018).
[bookmark: _Toc55931253]SELECTION STRATEGIES OF STARBUCKS 
The selection process at Starbucks uses new techniques and strategies and the major part is covered by the HR department of the company. Developing the skills of the employees along with the training and development is the company's main focus. This is a strategy chosen by the company in order to achieve its goals and objectives. The auditing process for effective human resource management involves the collection of essential data in which the hiring stats, rates, ratios, budgets and expenditures are included (Li, 2017). In addition, data about the fulfilment of the company’s targets and identifying the strengths and weaknesses of the candidates is also very essential. Recruiters are analysing how adaptive are the potential candidates so that they can make a decision if the candidates can integrate in an existing team. The selection involves analysis of the employee's characteristics by matching them with the organization's requirements and by looking from all business perspectives. The recruitment processes within Starbucks are easily controllable and very well developed because of the good strategic planning of the HR department (Nguyen, 2016).
There are several processes and effective methods that are used in the recruitment of employees in Starbucks. One of them is strategic planning. It involves analysis of the resources available within the company and the needs of the business. If both are implied effectively the business should accomplish the company’s goals and objectives. The HR department of Starbucks needs to ensure that the managing of the employees withing the company is effective (Nguyen, 2016). 

[bookmark: _Toc55931254]CONCLUSION
 The management of employees within an organization plays an important role in its growth and development. In the above report, the methods of recruitment of the employees are discussed in brief by giving an example with one of the most recognisable brands worldwide - Starbucks. As one of the leaders in the coffee industry the company implements good practices which are analysed. Important topics such as the selection process, the strategic planning, the analysis during the recruitment process are also discussed in the above report. 
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