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Introduction
· This presentation enumerates how Human Resources management can be tailored to position Travelodge not only to address all the complex problems they are facing but also to thrive during these challenging times and the next five years.
· Travelodge Hotels Limited is an independent hotel which has several branches in the United Kingdom, Ireland, and Spain; it is the largest private hotel in UK which leases, franchises, and manages over 570 branches spread across the country (Travelodge, 2019). Nevertheless, it has been observed that there exists a high rate of employee turnover in the UK’s hospitality industry and Travelodge is not spared ((Birkin, 2019; Lobel, 2018). This has had negative impacts on business operations and productivity (Torrington, 2020; Odetha, 2018)
Employee Life Circle of Travelodge
· To have a glimpse of the structure, design and strategy of Travelodge, the employees’ life circle was explored via their websites and job advertisements. 
· Recruitment: Travelodge recruits online using phone and video calls due to Covid 19 compliance (thanks to technological advancement).
· Onboarding: New members are inducted to their roles and trained how to progress on their careers.
· Engagement and Retaining: The engagement and retaining activities are not clear. However, there seems to be lone working, too many part-time job and low paid jobs advertisements. They also seem to over task staff as most job adverts clearly state that staff are required to support in other departments in addition to their tasks. Hence, retention may be difficult.
· Continuous Learning and Development: The only known learning is management training programme, what about career development?
· Performance Management: There are rewards, bonuses, and discounts for those who perform exceptionally. 
· Succession Planning: There is a pension scheme for employees. Travelodge (2019; 2021)
Human Resources Management in VUCA World
· Human resources management is the process of employing people, training, and motivating them to achieve organisational goals (Boon, et al., 2019).
· The world we live in today is described as the volatile, uncertain, complex, and ambiguous (VUCA) world when organisations are prone to different complex problems most of which do not have definite causes and solutions (Millar, Groth, and Mahon, 2018; Sharma and Sharma, 2019). This current world is the fourth industrial revolution which witnesses new innovations in technology to produce sophisticated AI, robotic, machine learning and algorithm which have caused organisations to have to deal with human-machine relationships (Pitsis, T.S., et al., 2020). 
· However, studies have demonstrated that a well patterned or planned HRM can deliver organisational resilience which does not only position organisations to survive complexities but also thrive by creating competitive advantages (Boon, et al., 2019). 
· Therefore, for Travelodge to overcome all complexities, including staff turnover, generate and sustain competitive competence which can last for the next five years and beyond, it needs to manage its human resources using the following models/theories/frameworks/concepts:

The People and Performance Model 1
· Ability and Skill: Hiring the right persons from the onset is required because, according to Steve Jobs cited in Goodread (2021), you don’t employ intelligent people to give them instructions on what to do, instead, you hire them so that they can tell you what to do. This implies that an employer must hire intelligent people who able to accomplish the tasks by generating novel ideas. This is exemplified in Google LLC which hires only the highly intelligent applicants from the onset by filtering out the wrong persons using special criteria - cognitive abilities, role-related knowledge, leadership and googleley and this has paid off over the years because the organisation is one of the big 5 technology companies today alongside Apple, Amazon, Facebook and Microsoft (Steiber and Alänge, 2013). 
· Motivation and Incentives: Employees who are adequately motivated intrinsically and extrinsically tend to perform better than those who are not. Herzberg’s two-factor theory of motivation affirms that where employees are adequately motivated, they tend to have job satisfaction and are liable to be retained for long (Almaaitah, M.F., et al., 2017).
· Opportunity to participate: Employees who are given the opportunity to utilise their acquired knowledge and skills to participate in problem solving, they tend to perform beyond the expected satisfaction level. This implies that organisations are required to create a culture which is safe for employees to generate and debate ideas towards problem solving. Pisano (2019) has described this as psychological safety when employees are able to suggest ideas honestly and freely without being punished. In Starbucks, for instance, Howard  Schultz, created the right climate for employees to thrive, and within four decades, he grew the company from 11 stores to 2800 in 77 countries (Le Ng,  Choi and Soehod,  2016)
The Three-legged Theory (Structure)
The three-legged theory was proposed by David Ulrich in 1997 who suggested that, for an organisation to create a competitive advantage, its human resources management has to be split into three segments namely shared service, Centre of excellence and strategic business partners, and all three should work together to meet organisational needs (Theotokas and Kapantais, 2017). HR shared  Service centre is a transactional-based segment which should serves as a call centre to handle all administrative services of the employees which includes staffing, staff benefits, rewards compensations and so; HR centre of excellence, also a transactional-based segment develop processes, policies and procedures and seek specialist knowledge to find solutions to organisational problems; HR strategic business partners work with the managers of other unites to initiates and manages change management, provide employees with insights and expertise  to accomplish the agreed policies and procedures (CIDP, 2020).
Over the years, the three-legged model has proven to have positive influence in organisations by providing strategic directions to create value. Theotokas and Kapantais, (2017) investigated the adoption of this model on Romanian bank and observed that the model can cause a positive change in the HR department which caused teams to act better.
HR as Architect (Strategy)
An architect who, though not the house owner, tries to meet the requirements of the house owner by identifying novel ideas, turn them into blueprints for action. Similarly, Ulrich and Beatty (2001) have observed that the HR unit can tailor the strategy of an organisation to function like an architect by studying the business thoroughly to know it, studying the HR basics/toolkits such as the three-legged model and how to apply them to impact the organisational culture, strategies, procedures, design, and policies through efficient development of its workforce. 
These functions fit into the functions of the centre of excellence segment of the three-legged theory.
Google LLC has designed a culture of continuous learning when teams meet on a weekly basis to reflect on past projects to learn from mistakes or successes. They also share ideas and knowledge within their networks.
Adopt a Digital Operating Model (Design)
Though advancement in technology has its disadvantages on contemporary organisations, it has also demonstrated to be beneficial in many ways. Artificial intelligence, robotics, machine learning and algorithm have proven to improve speed and quality and reduce cost and risk in organisational activities as demonstrated in the Six digital operating model practices proposed by PWC (2016). Pedro Domingos cited in PWC (2017) has observed that an organisation which does not adopt digital at this time cannot compete with the one that has adopted it.  Hence, it has become pertinent for all organisations which wants to succeed to embrace digital. 
1. Redefine what digital means to the enterprise:  to ascertain how digital capabilities can make your business thrive. 
2. Appoint a chief digital officer or equivalent: to be accountable for digital activities including technology, marketing, and experience design.
3. Focus on platform capabilities: to give update on day-day activities which will in turn boost the reputation of the organisation. For instance, H&M has a platform called H&M Membership where members are given updates on new cloths, sale and other vital information.
4. Invest in digital hubs: to encourage teams’ collaboration and methodological uniformity irrespective of geographical locations. For instance, through UWTSD student hub, all students in the same class are given the same module, reading lists and assignment briefs.
5. Build and optimize agile delivery pods: to maintain consistent rules on reporting, planning, and role definition. For instance, the delivery pods of Primark for staff are the same in all locations.
6. Prioritize talent recruitment and retention; to entice potential talents and engage them. For instance, Microsoft senior software engineer, Lauren has promised that, in Microsoft, employees are allowed to do what they are passionate about (Microsoft, 2021).
Predicting the Future: Competitive advantage in Travelodge over the Coming 5 Years
Johanessen 2018 has predicted the future of how a workforce can help an organisation to achieve: Cost effectiveness, High productivity, little or no staff turnover, employee happiness and satisfaction and training of employees to become great problem solvers.
· Conclusion
· From the forgoing, it has been established that it is possible for Travelodge to use its workforce to not only gain resilience to withstand complexity in this VUCA world, but also to gain competitive advantages to stand out. By adjusting its structure, design, and strategies to reflect the following 
AMO model
· Ability: To hire the right persons who are smart enough to accomplish the desired task 
· Motivation: To motivate employees intrinsically and extrinsically To gain job satisfaction and perform beyond measures.
· Opportunity To give employees the opportunity to utilise the skills and knowledge gained. 
The three-legged-model:
· To structure the HR unit into 3 segments namely: shared service, strategic business partners and centre of excellence all combined to provide strategic direction and create value
HR as an architect
· To utilise available HR tools and how to apply them to create a culture of creativity and innovation, design policies and structures which can lead to high performance
Adopt a digital operating system
To help the organisation to keep up with technological trends and meet client’s needs and expectations
Good luck to Travelodge UK
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