
HR FUNCTIONS RESPONSABILITIES
REPORT ON ZARA STRATEGIC MANAGEMENT DUE TO COVID-19


NAME: CONSUELA SIMINA MOISE
STUDENT NUMBER:1913406
LECTURER: TANJA NATHAN

[image: ]AUGUST 2021
UNIVERISTY OF WALES TRINITY SAINT DAVID






Contents

TASK1	2
PURPOSE AND VALUES	2
CORE KNOWLEDGE	2
CORE BEHAVIOURS	3
SPECIALIST KNOWLEDGE	3
TASK 2	4
INTRODUCTION	4
MAIN BODY	4
ZARA STRATEGIC OBJECTIVES 2020-2022	4
PLANNING	6
RECRUITMENT	6
SELECTION	7
CONCLUSION	7
References	8




[bookmark: _Toc80798940]TASK1

The CIPD Profession Map are tools created by the profession to measure key areas of HR at each level and provide a path for nurturing individuals and organizations above them. This is achieved by comparing the current criteria to a combination of 10 specialties, 8 behaviours, and 4 ability bands. It's basically what an individual needs to get to the next level they can do now, and guidance on how and where they get there. (CIPD, 2021)
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Human resource management is at the heart of every organization and is more than just hiring and hiring employees. In today's future-oriented enterprise, human resource management focuses on recruiting, directing, managing, and strategically planning for the upcoming of human resources. Strong human resource management develops talent and makes employees more valuable in business. The emphasis has shifted from management responsibilities to become strategic associates throughout the organization's strategy, primarily with strong support for the evolution of information technology in this field of ​​technology. The long-term use of information techniques has a major impact on how HRM is managed today. As a result, organizations' human resources (HR) methods and procedures - the way information is collected, used, and shared - have changed significantly. In business strategy, this new role adds significant changes to human resource capabilities and their professionals. In this context, information systems have improved the efficiency of HRM with enhanced technologies for more efficient recruitment, organizational communication, staff participation and human resource management. Career guidance includes areas related to everyone's professionals (goals and values, important knowledge, and basic behaviours) and optional areas (expertise) depending on the role.
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According to CIPD Profession Map, the core knowledge field represents the theories that support a person's profession, which is determined through academic research and the contribution of the entire profession. Regardless of the role, industry, or profession, they have established all the knowledge needed to become an effective practitioner. (CIPD, 2021) There are six skills they need to consider:

· Employee practice is to understand the scope of staff practice needed to become an effective human resource professional.  
· Culture and behaviour are about understanding human behaviours and creating an appropriate organizational culture.
· Business insight is to understand the background of the organization, the business arena, and the broader business. 
· Evidence-based practice which is to use evidence and data to build knowledge, solve problems, develop ideas, and measure impact.
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However, there are some basic behaviours that can go beyond departmental behaviours and help with people's communication plan. The most important ones in a good practice are: 
 Cherish people, create common goals, and enable people`s growth, voice, and happiness. Also, use advertising thinking to show momentum, enable change, and create value for the business. (CIPD, 2021)
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The companies are focusing on cultivating experts can use "job or role-based development, including intensive training, improving the existence of work skills, as well as concentrated career development and relying on recruitment / selection of interpersonal and work matching" Things like inclusiveness and diversity- which means to create an inclusive culture that enables people to thrive, then learning and development which ensure that employees have the knowledge, skills, and experience to meet personal and organizational needs and ambitions, also talent management resources which use analytics to provide information for organizational decision-making, identify, attract, and hire the right people for your organization and last point that has to be ticked off is education and organizational design which is creating maintenance and wellness methods that match current and future organizational needs and market conditions. (Kelly, et al., 2011)
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Inditex is operated based on a fashion philosophy that boasts "creative, quality design, and quick response to market demand". Specifically, Zara operates with a zero-waste organizational structure that values ​​high performance. Louis Vuitton's fashion director calls Zara "probably the most innovative and disruptive retailer in the world." The Inditex group consists of eight retail formats, including famous brand Zara. (Philmore, 2009). Zara is an innovation in fast fashion and affordable retail apparel, and the customer is at the heart of the organization. Other products include men's and women's clothing, accessories, children's clothing, and other fashion items. Since its inception, he has been known for his ability to understand fast fashion and trade all stocks every 14 days. (INDITEX, 2021)
According to (Mullins, 2007), a good structure of an organization is very important since structural decisions are the main strategic decisions that create a sustainable organization or destroy it. The organizational structure is designed to encourage employees, reduce fraud, and increase job satisfaction for members of the organization, while improving overall organizational efficiency. The structures are associated with a skeletal framework of activities and organizational processes and are there to achieve organizational goals and company objectives. (Mullins, 2007) 
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[bookmark: _Toc80798948]ZARA STRATEGIC OBJECTIVES 2020-2022

Inditex, one of the world's largest apparel retailers, was hit hard during the pandemic, resulting in a 44% decline in sales in the first quarter of the fiscal year to €3.3 billion. Managed by founder Amancio Ortega, Inditex will spend 1 billion euros on online services by 2022 and add 1.7 billion euros to its stores, improving integration with its website and providing faster delivery and real-time merchandise tracking. Zara brand owner will close 1,200 stores worldwide as clothing retailers strive to increase online sales during times of turmoil caused by the Covid 19 infectious disease.
 Inditex owner said it will increase its efforts to sell more clothing online to meet the challenges of major competitors such as H&M and Fast Retailing parent company Uniqlo, as well as British start-ups such as Asos and Boohoo, which have flourished during the shutdown. (The Guardian, 2020) 
Zara is taking steps to increase its online sales by introducing technologies such as artificial intelligence, virtual and augmented reality and providing customers with unique and personalized experiences, which no brand ever did so far. (MARTIN ROLL, 2020)
In addition, the large Zara store will serve as a distribution centre for online sales. (SARASVAT, 2018) Zara uses technology and the value it brings to consumers is: Augmented reality (AR) brings clothes to life at the Zara store recently one of the first brick-and-mortar retailers to launch AR app, designed to bring clothes to life in stores. Although it took Zara longer than most other fashion retailers to get online, when he crossed that barrier, he designed a unique, high-quality online customer experience. (WIDE EYES, 2018). Therefore, to hire suitable employees based on rationality and research, the characteristics of ideal candidates for the job must be determined. Job analysis involves describing job requirements, such as skills, qualifications, and work experience (Mamoon, 2013)
However, although 2020 was the most turbulent year in modern history, it is wrong to believe that the transition for this year 2021 will be smoother. In fact, as we move forward the impact of the year will be revealed over time with major changes in business, labour, and jobs and in the recruitment department. (Kropp, 2021) Therefore, more tech workforce will be needed in the next two coming years for Zara online platform.

ORGANISATIONAL OBJECTIVES WITHIN RESOURCING ACTIVITIES

By writing a job description, the human resources department can organize information about a specific job and create a job description. When compiling a job description, it should include the following general categories of information: Job Title Identification of job titles, including information such as job titles and department, then the organization chart and job title directory. The next section to be completed is particularly useful for describing the person the organization needs, the position requirement and the capabilities of the employee must be carefully defined to get the best results. Then, after these processes are completed, the link between the division of labour and activities takes place in several ways, including specialization as a basis for the grouping activity used, and the use of similar resources or the common experience of the members of the organization. More specifically, the nature of the operations and the work tasks performed are divided according to the employees' experience. (Mamoon, 2013)
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· MILLENNIALS AT WORK

Organizations does not specifically address the millennia, but the culture, their management style and the approach of recruitment and retention naturally attract the millennial generation, especially in an era in which businesses are constantly evolving and changing, adapted, and optimized with technology.
Millennials matter because they are not only different from the last generation but are even more numerous than any of the Baby Boomer generations, who will soon retire. The characteristics of millennia are their ambition and desire to continue to learn and move fast through an organization, as well as their desire to go in another direction if their expectations are not met. At the same time, the way millennials use technology makes a difference in recruiting young people today, so it requires special attention to this aspect, from the employer. video on demand and blog.
 Accordingly, some employers have already offered smartphone options for employee benefits and have strongly encouraged the use of business-focused social networks in the workplace, more directly to the Millennials generation adapting IT policy to attract young audiences in the workforce.
 Showing employees how their ambitions match the future of the company helps them get involved and stay. (PwC, 2011)
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· HIRE EMPLOYEES WHO FIT A ROLE

Many companies actively pursue an internal promotion policy through public advertising of all recruitments, providing training for promotion and storing staff skills. However, advertising openings on some billboards will unfavourably alter morale if this service complies with this policy. To get rid of some of these problems, it is possible to clearly communicate to the employees what are the available positions and the expectations from the candidate and what exactly the respective position is looking for outside and inside. If outside people are selected, problems can arise if there are both internal and external candidates. (Mamoon, 2013) 
The Human Resources Department must align its business plan strategy with confidence in all aspects of its talent recruitment strategy and directly contributing to the organization's overall business plan and value creation. Although, care must be taken to key roles to ensure that they have the right talent for roles with disproportionate abilities to create (or destroy) business value. (PwC, 2011)
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The hiring process involves developing the right skills to attract more candidates for the vacancies, while the selection process involves finding the best candidates for the vacancy. Recruitment can be completed prior to the selection process only after the job is created and provided to the selected candidate via the letter of appointment. (HR Professionals, 2020)
The main purpose is to match the abilities and characteristics of a candidate with the requirements contained in the recruitment profile to determine the extent to which the person meets these requirements. Therefore, the standard practice of human resources is to fill in the vacancies of the candidates and to conduct a short preliminary interview. The interview is an important part of the employing practice and needs to be planned wisely. The application is most useful in identifying references to start the personal file for employees. (Winggrove, 2009)
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The number and types of skills employers seek has increased dramatically. The workforce meets the changing needs so quickly. Therefore, some companies will try to develop skills internally for an uncertain future, instead "hire" people with the required skills for a specified period. Today's era is full of challenges for all businesses and industries, especially those involved in consumer retail, but through powerful methods and the formulation of strategies and goals, organizations can survive these difficult times. There are multiple connections between the division of labour and activity, including the core specialization for the group's activities, but after completing these processes, using similar resources, or sharing members' experience, they naturally continue to be given priority in the millennium generation. At the same time, employers need to pay special attention to this part, because the way the Millennial generation uses technology affects the way young people are employed today.
Finally, to conclude the topic of this assignment, it can also be said that Zara has not been very disturbed by COVID19 because its online sales have helped a lot, so the Group Inditex focused their attention in developing and investing resources on their online platform.
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