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An efficient Human Resource Department is essential to access, forecast, predict, design, and properly implement its strategies with the objectives and strategies of the organisation (Noe et al., 2017). 
Companies cannot successfully attract and retain workers, grow and improve the organisation, or sustain a healthy work environment without it. Different professional guidelines can be followed to have guidance in terms of excelling in the HR profession. The organisational success depends on how efficiently the Human Resources are supplied and managed. In this paper, details about Human Resources Management are discussed in the context of the online retailer Amazon. Being an HR professional is evaluated following the Professional Map developed by CIPD. The resourcing functions of HR, HR  workforce planning, recruitment and selection have been discussed in detail to show how these can form an organisational perspective.
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Within an organisation, the role of HR professionals is to manage employees and performance effectively to help the company fulfil its business strategy and objectives. The HR professional needs to keep informed about all current business trends and demands to offer a complete and satisfying service, so its role has changed considerably in the last years. 
The CIPD Profession Map (2021) emphasises the knowledge and behaviours needed by an HR professional to impact the changing and fast-moving working environment positively. At the core of the Map is the purpose. The HR professional's purpose is to support a more excellent work quality and work-life balance by creating role development opportunities and working environments that maximise employees' potential and deliver great organisational results. The values ​​around the purpose, which influence HR professionals' decisions, actions, and behaviours, must be principles-led, evidence-based, and outcomes-driven. A scheme of shared values ​​and standards enables HR professionals to maintain and build trust and credibility to influence change in the workplace. 
The Profession Map describes the highest standards of professional competence across the different ranges of professional development and the required behaviours. The core areas of knowledge standards outlined in the Map relevant to all HR professionals to create value, change and impact the workplace effectively are people practice, culture and behaviour, business acumen, evidence-based practice, technology and people, and change. People practices are the processes and approaches that are used over the employee lifecycle. To develop a positive culture and a healthy work environment, it is necessary to understand and influence organisational systems and human behaviour (CIPD, 2021)

The Profession Map also describe eight fundamental behaviours that must be prevalent and compatible in any situation in the workplace to be an effective HR professional, such as ethical practice, professional courage and influence, valuing people, working inclusively, commercial drive, passion for learning, insights focused and situational decision-making (CIPD, 2021)
However, depending on his area of expertise, any HR professional must develop specialist knowledge to impact the working world effectively. The CIPD profession MAP highlights nine specialist knowledge areas: employee experience, employee relations, diversity and inclusion, learning and development, organisation development and design, people analytics, resourcing, reward, and talent management (CIPD, 2021).
HR professionals are responsible for adding value and contributing to the ethical success of an organisation with the intent to build respect and credibility for their profession, assist organisations in achieving their objectives, positively influence the workplace and the recruitment practices, encourage professional decision-making and social responsibility.  Thus, the HR professional intends to create and sustain an environment that encourages the organisation and the employees to reach their fullest potential positively and productively (SHRM, 2014).

The HR department is connected with the development of the employees. A good HR professional must have the ability to train and develop the employees, and the quality of mentoring is essential (Bullivant, 2015). 
HR professionals have to handle business strategy, planning and development, and their role is essential in dealing with conflict resolution between organisation and employees and promoting company values.  
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Workforce planning is the process of analysing the current workforce and determine the future workforce needed in order to hire the number of people needed with the proper skills at the right time to accomplish the organisation's objectives. Good workforce planning will help the organisation reduce labour costs, recognise and respond to customers' needs changes, enhance employee retention, improve organisational performance and more (CIPD, 2020).
Human resource planning secures the best match between people and job positions while avoiding labour shortages or excesses (Paauwe et al., 2013). 

The Human Resources Planning process involves four stages. The first step is to assess and analyse the current labour supply. In the second step, the organisation is forecasting the labour demand defining the workforce's future by considering retirements, transfers, promotions, and other internal or external factors that might affect it. The third step regards the balancing of the labour demand with the labour supply. An analysis of the gap between labour supply versus future demand will identify what is needed to accomplish the HR plans to achieve the organisation's goals. The last step is developing and implementing human resources strategies, which involves management activities like resourcing, development, reward and employment relations ( Hayes, 2021).

Amazon is aware that employees are the most significant contributing factor towards success. Through  Workforce Staffing, Amazon source, hire and develop the labour needed. Workforce Staffing is a mix of professionals from different departments such as Operations, IT, Marketing, Human Resources, Business Intelligence, and more (Amazon Jobs, 2021a). According to Amazon Blog (2021), the workforce planning to hire for 2021 in the UK is more than 55,000 people and 1.3 million worldwide. Analysing the previous information, it can be said that Amazon has a workforce planning well established that allows the company to make previsions regarding the workforce needed. The company establishes the volume of people needed based on new structures openings, employee turnover, and work volume in specific periods of the year, such as Peak time season. For example, this year, the company started hiring in August for the November Peak time season. 
 The Human Resources Department develops the most suitable plan to help the organisation align its work with the objectives it wants to achieve (Belcourt and Podolsky, 2019). Strategic workforce planning empowers the organisation to respond to the global human resources requirements and provide an appropriate replacement for the ageing employees.  Also, the company commitment is to improve existing employees' skills by offering efficient training and development programs to enhance job satisfaction.
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The recruitment process is about finding the best people for the right roles at suitable timing. Effective recruitment is about attracting and selecting people for a job role and impacting the business's long-term success, using workforce planning data to understand the skills needed for organisational performance. It is critical for the HR  and line managers involved in the selection process to have the proper knowledge and skills to take effective and unbiased recruitment decisions. A successful recruiting and selection process does not merely meet the job requirements but assurances that an organisation's promise of equal prospect for all workforces is maintained (Mathis et al., 2017).
The steps involved in the recruitment process are defining the role, attracting applicants, managing the application and selection process, and making the appointment. 
Recruitment and selection is a crucial HRM task that aims at improving employees' strength to achieve the company's planned targets and goals.  It is a process of identifying, assessing, selecting, and choosing competent candidates for the vacancies. Following such a strategy will allow recruiting the best candidates for the requested roles. Identifying the vacancies is a step forward in the recruitment procedure For the vacant roles, the procurement manager must determine whether the role is necessary, fixed or contractual, full time and part-time and so on. Before beginning the recruiting process, these variables should be assessed.
The first phase of the recruiting process is recruitment planning, which involves identifying the job opening, deciding how to fill the job opening, identifying the target group, and notifying the target group. A job description must contain job title, purpose, duties and responsibilities, required qualifications, preferred qualifications, and working conditions. In order to attract appropriate candidates, a systematic recruiting plan is essential. In the post-Covid-19 period, online recruitment has become the most utilised method.
Internal screening of highly competent potential applicants begins by letting the current staff know about the opening. If the organisation is committed to filling those positions internally, it might cease advertising the job. However, if they are engaged in external applicants, the organisation should mention the information by internal notification. External publicity includes the company's online and social media networks, typically, online job portals including LinkedIn, career fairs, industry journals and events, newspaper advertising, and word-of-mouth recruiting. Previously the newspaper and other print media advertising were the key ways of publishing the vacancy announcement. However, the HR department has adopted digital technologies with the upgrade of the technology. Now the company mainly depends on job hunting sites and LinkedIn for the publication of the vacancy announcement.
Once the vacancy announcement is published, the job seekers start applying for the vacant positions. There usually are more applications than vacancies. Hence, the HR department needs to keep rejecting the job seekers (Mankikar, 2012). Previously most of these examinations or assessments were held offline. However, with the help of digital technologies, the examinations and interviews can be held on online. In the post-Covid-19 period, online recruitment has become the most utilised method. Thus, the business can cut costs in the process and access a larger geographical area for recruitment.
The selection process includes different levels of selection and rejection. At first, Human Resource managers evaluate the applications and remove the candidates who do not have the minimal standards for the job description. The staff selection involves two stages which are shortlisting and assessment. Shortlisting aims to identify the candidates who meet the selection criteria for the role; meanwhile, the assessment is used to understand better how the candidate may perform in the position for which, has applied.
Amazon, as a customer-centric company, is obsessed with customer service. When hiring new people, the company is looking for talented candidates with intuitive and innovative characteristics.
 The selection process at Amazon is different based on the position level required and involves different stages. 
According to Amazon.Jobs ( 2021b) for a position that goes from Level 3( such as Team Lead, HR assistant, Scheduler planner ) upward, the selection process involves four stages. The first stage is the online application that the recruitment team will screen and decide if it is not in line with the role description or if a review of the CV and application is needed, and they may call the candidate; otherwise if the application is successful pass to the second step. The second step involves a telephone interview with a member of the recruitment team or the hiring manager and if it is successful, pass to the next step. The third step is the testing/ presentation part, where the candidate will complete some online assessment numerical tests. Sometimes, depends on the role requirements, the second and third steps are reversed. The fourth and last step is the Onsite Panel Interview which nowadays, due to Covid-19, has moved online on the Chime communication service platform. The Panel interview consists of three half-hour interviews each, with three different members of the Recruitment team involved in selecting for that specific position.

The selection process for Level 1 (warehouse operatives) is much easier and involves just a few steps. The first step is always an online application followed by a second step: watching a video and completing a quiz to assess what was learned. After that, an automatic reply will inform the candidate if successful or not.  All this is possible thanks to an automating hiring process that evolves the traditional recruitment and selection process.
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This paper outlines the role of Human Resources professionals responsible for recruiting, screening, interviewing, and placing future employees and how Human Resources in an organisation affect all aspects of the business and the importance of the employees who are an essential resource.

[bookmark: _Toc80825601]References

1.Amazon Blog (2021) Working at Amazon. Our People. [Online] Available at : https://www.aboutamazon.co.uk/working-at-amazon/our-people [Accessed 25 08 2021]
2.Amazon.Jobs (2021a). Workforce staffing. [Online] Available at: <https://www.amazon.jobs/en/teams/workforce-staffing>[Accessed 25 08 2021]
3.Amazon.Jobs (2021b) We are hiring. [Online] Available at: <https://www.graduate-jobs.com/assets/minisites/1896/brochure.pdf >[Accessed 25 08 2021]
4.Belcourt, M. and Podolsky, M. (2019). Strategic human resources planning. 7th ed. Toronto: Nelson Education Ltd.
5.Bullivant, G. (2015). ‘Creating a coaching culture to close the (technology) skills gap.’ Strategic HR Review, 14(4).
6.Chartered Institute of Personnel and Development (2021). ‘People practice | CIPD Profession Map’ .CIPD.  [Online] Available at: <https://peopleprofession.cipd.org/profession-map#gref> [Accessed 24 08 2021].
7.Chartered Institute of Personnel and Development (2020). Workforce planning practice.CIPD.  [Online] Available at: <https://www.cipd.co.uk/knowledge/strategy/organisational-development/workforce-planning-factsheet#gref> [Accessed 24 08 2021].
8.Chartered Institute of Personnel and Development (2020). ‘Recruitment: an introduction’. CIPD.  [Online] Available at: <https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/factsheet#85949> [Accessed 24 08 2021].
9.Hayes, A. (2021) ‘Human Resource Planning (HRP)’. Investopedia [Online] Available at:< https://www.investopedia.com/terms/h/human-resource-planning.asp> [Accessed 25 08 2021]
10.Mathis, R.L., Jackson, J.H., Valentine, S.R. and Meglich, P.A. (2017). Human resource management. Boston, Ma: Cengage Learning.
11.Mankikar, Dr.S. (2012). A Critical Study on Recruitment and Selection With Reference to HR Consulting Firms. Paripex - Indian Journal Of Research, 3(3), pp.108–111.
12.Noe, R. A., Hollenbeck, J. R., Gerhart, B. A., & Wright, P. M. (2017). Human Resource Management: Gaining a Competitive Advantage (11th ed.). New York: McGraw-Hill Education.
13.Paauwe, J., Guest, D. and Wright, P.M. (2013). HRM and performance : achievements and challenges. Chichester: Wiley.
14.Society for Human Resource Management (2014). ‘Code of Ethics’. SHRM. [Online] Available at: <https://www.shrm.org/about-shrm/pages/code-of-ethics.aspx> [Accessed 24 08 2021]

image1.png




image2.png




