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Introduction

 Human resource management, known by the acronym 
HR. it is an association of skills and methods, policies, 
techniques and practices defined in order to manage 
internal behaviors and enhance human capital. Its 
purpose is to select, manage and guide employees 
towards the company's objectives and goals.

 Human resources are the group of employees or 
collaborators of an organization. But the most frequent 
one should call it the function it occupies to acquire, 
develop, use and retain the organization's employees.

 My goal as an HR officer in Waitrose is to align HR policies 
with the organization's strategy.



PEOPLE MANAGEMENT WITHIN HR

People 

management, 

despite being one of 

the most important 

roles of HR, goes 

beyond the sector, 

since it must also be 

observed by the 

leaders of each 

area of the 

company. That is 

why it is so important 

that HR and 

organizational 

culture go hand in 

hand.

Frederick 

Taylor's 

theory, says 

that the 

motivational 

burden of 

workers is 

the money 

they earn, is 

reflected in 

Waitrose's 

staff reward 

program.

Even so, it is 

up to the 

company's HR 

to inspect, 

direct and 

plan with the 

leadership of 

each sector, 

to ensure that 

processes -

the dismissal, 

for example -

are carried 

out in the 

most 

humanized 

way possible.

Furthermore, 

topics such as 

competency 

management 

are 

becoming 

increasingly 

important for 

people 

management 

within HR, due 

to the results 

presented by 

companies 

that have 

successfully 

employed it.



COMPETENCE 

MANAGEMENT 



ASSESSMENTS:

 It is a resource aimed at enabling leaders to 
get to know their teams better, by identifying 
skills, knowledge and attitudes, separating 
weaknesses and strengths.

 It is responsible for selecting professionals who 
stand out in their positions, in order to fill the 
vacancies with the most qualified people 
possible for the performance of their duties. It is 
a way of attracting talent.

HEADHUNTING:



ROUTE OF THE STAFF 

DEPARTMENT:
HR has long ceased to deal only with bureaucratic issues, such as 

the payment of employees or the distribution of pay slips, 

although they remain part of some of its main obligations. It is 

crucial to be following labor laws.

However, the HR professional gained a big boost: the human 

resources software. It facilitates the workflow and contributes to 

the tasks to be done with greater agility, even the most complete 

ones (such as the requisition of personnel).

It is common for personnel department routines to oversee a 

specific HR area or to be outsourced to legal or accounting 

offices. In this way, the management professional can focus on 

more strategic activities. That is why I believe that not only money 

is the motivational load of employees, but also love and 

commitment to work and the team.



TALENT DEVELOPMENT:

Development is a key activity in people 
management and a real obligation for HR. If the 
professionals do not grow, the business does not 
grow either. In addition, it is very difficult to follow 
the evolution of the external environment.

It is recommended that the management 
professional take advantage of the most modern 
in terms of training and development. There are 
corporate universities, team games 
(gamification), online training, among other 
attractive and flexible means.



PERFORMANCE 

EVALUATION:



TERMINATION OF 

PROFESSIONALS:
 When there is a recurring employee, even after 

feedback and training, it is a sign that the relationship 
should not be maintained.

 Turning off the right professionals is just as important as 
maintaining talent. Thus, it is possible to mitigate 
threats to the culture and business performance. This 
process must be done with quality, in order to identify 
what to improve in the future.

 For this reason, it is advisable to conduct dismissal 
interviews. Before leaving, sit down to chat with the 
employee. This is the moment when the professional 
must be more critical and realistic to identify blind 
spots in the company.



CONCLUSION

Everything explained above is a set of 
knowledge that is indispensable for an HR 
director. And it is still recommended the 
development of characteristics such as 
innovation; good communication; 
leadership; logical reasoning; good 
interpersonal relationship.

It is essential that the HR director knows how 
to relate to all hierarchies and people from 
different backgrounds, since he will work 
directly with all sectors of the company.
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