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[bookmark: _Toc57456946]Introduction
Organisations benefit when people management is driven successfully largely attributed to human resource management orchestrating the workforce towards positive value creation (Klikauer, 2018). While delivering on this note, the HR has an increased role to shape and mould personnel so that they demonstrate professional values that shall enable them to be future focused. Consequently, the report would be based on evaluation of the human resource (HR) professional criteria in relation to the current CIPD Professional Map and also examine the HR delivering organisational objectives within resourcing activities using Amazon as the chosen organisation. 
[bookmark: _Toc57456947]1. Evaluating HR professional on the basis of current CIPD Profession Map
The CIPD Professional Map is a guiding criterion for HR professionals that is updated periodically and the current professional map can be seen to incorporate more value-based decision making for HR professionals to act. It breaks down professional values into three categories which are principle-led, evidence-based and outcome-driven that involves work, people, profession as well as carrying out judgements from diverse of sources along with overall impact on work, people, professionalism and individual. This interrelates with core knowledge, core behaviours and specialist knowledge in which recruitment and selection, labour and industrial relations, learning and development, occupational health and safety, performance management, designing work, compensation and rewards, strategic HRM along with ethics pertaining to HR needs to be linked (CIPD, 2020). This indicates HR professionals to operate and factor in the business environment in terms of social, political, economic, legal, technological, organisational and moral-ethical dimensions with more consideration of the situational contexts for Amazon. This is supported by the contingency theory that illuminates HRM practices to depend on the organisational environment and circumstances which for Amazon has to balance the strategic business decision-making approach so that shareholders are consistent with their investment philosophy (Klikauer, 2018) (Amazon, 2020). Alternatively, the evolving profession map that interlinks values with skills, knowledge and expertise puts the HR professionals at Amazon not only to be more strategically oriented towards the external and internal environment but also contribute more towards people development in terms of knowledge, skills and abilities based on human capital theory linked with resource based theory to position Amazon at potential competitive advantage (Armstrong & Taylor, 2020).
 Moreover, the HR professional at Amazon has greater responsibility to account motivational enhancements in equitable engagement, rewarding and managing performance while designing policies balancing different stakeholders and social exchange as according to CIPD work, people and professionalism needs to oriented towards collective well-being balancing the requirement of the organisation, people and the wider society and communities. This evolved professional map further implies human resource personnel at Amazon to be more aligned towards learning and development which can be challenging in terms of connecting disciplinary research and professional practice since the updates varies and illuminates on different dimensions to be considered with learning and development leading to more impactful HR delivery. Consequently, Amazon’s expanse implies HR professionals to be more agile in multiple business knowledge gaining and literacy along people, culture, behavioural science, digital and data technology leverage in order for ambidexterity in defender and prospector strategy owing to its efficiency and effectiveness orientation (Klikauer, 2018).  
The value orientation of professional map however indicates greater integrity of the HR professional in an endlessly changing business and economic landscape that faces Amazon to demonstrate human resource development resilience (Mitsakis, 2019). This resilience building amongst HR professional is more demanded for Amazon on areas of moral attentiveness and perceived role of ethics since numerous instances of employee and organisation level violations for e.g. tax avoidance, white collar crimes, warehouse abuses, exploitation of temporary workers along with threatening employees criticising Amazon’s environmental policies have attributed Amazon a less virtuous image (Vox, 2020) (Dawson, 2018). Therefore, the current CIPD professional map requires the HR professional at Amazon to be multifarious and courageous that balances organisational and wider communities’ impact.     
[bookmark: _Toc57456948]2.Organisational objectives within resourcing activities (planning, recruitment & selection) and HR function at Amazon
Amazon remains influenced by the environment it operates in. As market conditions change the company tweaks and modifies its strategies and tactics to accommodate fluctuating operating costs and sales. To this the HR at Amazon has to consider business environment related economic, demographic, competitive and legislative factors in making staffing decisions and ensure that it provide and distribute adequate number of employees with the right skills. This is based on the PESTLE factors and the continuous change within the parameters require the HR to be more accommodative regarding workforce arrangements in Amazon in accordance to the internal environment of culture, value systems, process and management (Nankervis, et al., 2019). Despite PESTLE model attributing factors like workforce reduction based on current economic turmoil, move towards more online and contractual jobs, accommodating diversity in demographic characteristics, compliance to labour related laws and competitive affinity, balancing with seasonality of Amazon along with its strong market leadership, the HR has no control over external factors which are liable to change and the results can be subjective. While the PESTLE factors are highlighted, the HR can be seen to evolve into a trade-off and alignment with the strategic objectives of business giving shape to strategic HRM. In this light, the strategic HR has to focus on excessive customer centricity requirement, lean culture building with further consideration of cost consciousness and judicious investment decision to facilitate market leadership with consideration on resourcing areas for long-term profit and revenue maximisation at the cost of short-term planning (Armstrong & Taylor, 2020) (Amazon, 2020). This is due to aggressive competition in the e-commerce domain wherein the internet facilitates competitive entry and comparative shopping and Amazon has to make a risk-based decision to protect its business balancing cost leadership and differentiation. The focus would be on investigating Amazon’s human resource planning and recruitment & selection as to their coordination towards the strategic goals and whether the company should work more on the part of employees so that it can better achieve is strategic goals and objectives. 
[bookmark: _Toc57456949]2.1. Resource planning
The workforce planning of Amazon although seems to strategically oriented in terms of responding to the changes of the future within the workforce, the planning also accounts for the operational workforce where deficiencies and issues are mapped by the HR. The emphasis on long term competitive advantage and planning that is equitable in terms of diversity-wise allocation, the company also has a flexible and dynamic structure that supports the corporate strategy with small team deployment that ensures high sensitivity and high involvement as part of corporate culture. This culture-based planning has been embodied by the HR function to propel employees to develop innovative ideas and solutions reinforced with employee training programme where each employee is seen as a growing talent and staff training remains the focus for personality and capability development (Amazon, 2020). Examining on the basis of SHRM theory, although such resource related practices and planning do serve the long-term interest of Amazon, the HR function in resource planning further has to deliver on organisational effectiveness and enhance employee contribution and at the same time not being granular since the environment for Amazon is highly uncertain (Klikauer, 2018). This also illuminates the prospect of HR gap analysis wherein the HR is tasked to deconstruct the current workforce and the skills they possess compared to the workforce required to achieve business goals and in light of Amazon attempting to balance market leadership with customer focus, it would be beneficial to focus on increasing internal skill development till the economic condition improves and prioritising strategic learning and development with investment focus to fill potential skill gaps aligned towards greater technological, problem solving, team working and communication skills. Moreover, despite Amazon having the capacity to implement technological solutions, planning could also benefit from work-shadowing, mentoring and cross function project working enabled across its digital platforms which are cost effective options (CIPD, 2020). 
Despite the “best-fit” criteria of strategic HRM activated towards Amazon’s human resourcing planning, the premise of different business environmental factors exerting influence on the resourcing activities is more relevant in today’s and future context and Amazon needs to orient its resourcing on the basis of sustainable HRM considering a more holistic, multi-stakeholder model without just emphasising on the fiduciary interest of its shareholders (Houghton, 2019). The aspects of sustainable HRM has been noted to an extent in resource planning in terms of performance management, training and development along with employee motivation and engagement as Amazon has evolved to provide better rewards beyond pay, employee health focus, on-demand updated training in high demand fields such as healthcare, cloud computing and machine learning through collaboration and engagement with respective stakeholders. However, the HR function at Amazon has to be more observant on other employee-based traits such as care for the environment in terms of rewarding eco-friendly behaviour, more cooperation with key stakeholders, employee participation and social dialogue (Diaz‐Carrion, et al., 2018) (Amazon, 2020). The challenge in reconciling sustainable HRM practices to Amazon’s strategic objectives thus require the HR to form honest and open dialogues with lines of communication with the leadership showcasing the contribution of sustainable planning towards organisational performance measured in terms of both financial and non-financial measures. 
[bookmark: _Toc57456950]2.2. Recruitment and selection
Recruitment and selection are an important managerial function of the HR and the whole process represent significant investment in both financial and other resources (Armstrong & Taylor, 2020). Although this resourcing activity includes important phases such as job analysis, manpower planning and finally recruitment & selection where prospective candidates are selected and hired by an organisation, emphasising on the cost driven market leadership strategy of Amazon, the HR function can be seen to tailgate the leadership’s focus on hiring the best talents wherein network effectiveness is leveraged along with utilising technological advancements and social media that also brings the challenge of minority bias. In this regard, Amazon not only takes a diversity approach to source talents from different backgrounds, race, culture and personnel expertise but is also strict in terms of candidate requirements to be hired. This rigorous recruitment and selection and cost-effective network orientation in the practice can be attributed to its four principles of customer obsession, passion for invention, commitment to operation excellence and long term thinking that filters high talents for Amazon (Amazon, 2020). Consequently, Amazon does attach great importance to person-organisation fit in the recruitment and selection process that not only enable the organisation gain competitive advantage but also aids in the attraction and retention of talents for long-term development and reduce turnover (Ruggs, et al., 2016). 
Conversely, a high turnover remains a characteristic of Amazon since its business model supporting its recruitment and selection has been criticised by many to treat its workers as expendable along with the lucrative offers made by competitors to proven and established employees of the company (Dimitrov, 2019). In this vein, although Amazon seems to portray a genuine image of the company, its approach towards person-organisation fit thus can be construed to backfire with additional considerations to diversity and age-based diversity. While incorporating diversity and age-based diversity in recruitment and selection are aligned towards the organisational objectives towards achieving long term social value in market leadership, it is disconnected towards properly streamlining them towards organisational effectiveness. As a result, Amazon requires more emphasis to factor diversity, age-conscious decisions within the growing social convergence in HR audits for job designs with remuneration and succession incentives as part of job embeddedness reinforced with work group cohesion planning before proceeding with recruitment and selection process to minimise turnover intentions and simultaneously contribute towards the organisational objectives (Coetzer, et al., 2017) (Rudolph, et al., 2017). This is because reliance on diversity and age-related segments brings with them diverse skills, perspectives and experiences and the enablement of small groups that links the young and old together not only helps in job sharing but also makes them better understand the work. Moreover, while the incentives would further aid in the cohesiveness of teams and keep the employees motivated towards their job at Amazon, the proactive inclination of such practice by the recruitment and selection would enable socialisation and preparedness towards the company culture. This shall further allow the HR function at Amazon to have a greater advantage towards candidate positioning balancing innovation and effectiveness aligned with workplace culture unless there are newer updates on age criteria facilitated by the network orientation of recruiting and selecting.
The organisational objectives at Amazon to a great extent moderate the HR function to take a strategic HRM perspective delivering on areas of market leadership and cost focus and while these aspects are noted in resourcing activities such as planning and recruitment & selection, the areas need more coordination and focus that balances organisational effectiveness with customer-oriented efficiency.  
[bookmark: _Toc57456951]Conclusion
[bookmark: _Toc57456952]The HR analysis at Amazon using CIPD professional map informs an enhanced multi-focus and resilience development linking human capital, resource-based and stakeholder theory based on the contingent environment. Moreover, in terms of resourcing activities i.e. planning and recruitment & selection, Amazon’s organisational objectives to balance market leadership, cost focus and customer orientation although has enabled the HR to take  strategic orientation with a plausible intermixing of business environment trade-off and alignment, they require more coordination and preparedness for enhanced contribution balancing organisational effectiveness and efficiency. 
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