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[bookmark: _Toc456901515][bookmark: _Toc41112605]Executive Summary

A new approach to business is needed with an appointment of the HR manager to resolve the presented problems. HR removes the difficulties from the management table, opening the business to a massive opportunity for development. Ensuring less chances for risks and thereby providing the opportunity to implement strategies and best practices that will affect the business in the long run.

[bookmark: _Toc41112606]Introduction 

Company X a hospitality company came to the realisation for the need of a Human Resources (HR) consultant to advise on what they could do for the organisation. They were having staff morale and motivational problems as well as performance issues. 
HR eliminates a lot of hassle from the managements table, it opens up the business to a massive development opportunity. Assuring less opportunities for liabilities and therefore given the opportunity to introduce policies and best practises that will have a long-term impact on the company.
HR is the part of the organisation that is responsible for identifying, presenting, hiring and educating career applicants and overseeing employee-profit activities. Also, where businesses modify themselves to improve their productivity, HR play a major role in ensuring businesses deal with the constantly shifting climate and recruiting additional top-quality workers. 
Based on the 2018 HR Benchmarks Report released in June 2018 by Bloomberg Law, there should be a total of 1.5 HR employees per 100 employees. (Fayoumi, 2018). Since company X had never had a HR post before it is safe to assume the HR duties would have been outsourced. 
Often small and medium-sized companies HR are outsourced, as opposed to recruiting or maintaining a full-time, in-house HR team. With no in-house HR department, a company could lose on a variety of tangible and intangible benefits.  For example, an in-house HR individual could offer 'soft services' and benefits which an HR vendor does not generally offer, such as explore group offers, design incentive schemes for employees. Additionally, employees also enjoy seeing an unbiased co-worker through whom they could develop a trusting relationship and interact on a consistent basis, particularly when engaging with work-related concerns and conflicts with fellow co-workers, and when looking at benefits.  Companies with in-house HR staff are often better able to identify the behaviour of employees and play a vital role with recommendation and mediation on benefits to strengthening employee engagement. In-house HR staff will also build up a bank of appropriate data and information, they are a source of social capital that is beneficial to the business and its management team (Jiang & Liu , 2015) . Vanessa Robinson, organization and resourcing adviser at the CIPD People states that HR plays a key part in achieving corporate efficiency in today's modern world, which is more true than it has ever been in this knowledge based economy (Price, 2007).
There have been indications that show the impact of outsourcing of HR as opposed to in-house HR The data has shown a decline in HR task efficiency, a stagnation in transactional HR processing time, also a decline in HR managers' satisfaction and job intensification. Furthermore, whether the HR role has been able to boost a competitive advantage by outsourcing remains unclear (Patel, et al., 2019).  
With today's focus on organisational culture and loyalty, the task of managing human capital and the kinds of benefits that an organisation provides seems to have become extraordinarily essential for the success of a business. People management should guide and not pursue company policy by developing skill levels through selection, assessment, promotion and growth (Price, 2007).
The business owner felt the need to hire a HR person with the ability to manage strategic HR projects which should improve things for the organisation. This includes measures to keep employees secure, to ensure that they would have the ability to learn new skills to make them more effective, and to concentrate on very much needed employee handbook. The above specifications are best filled in-house, since they are so unique to each business.  However, there is also a role for outsourcing. Although you may sense an urge for bringing it all in-house, payroll consultants are costly and usually not required to be in-house.  Nonetheless, there is also a position for outsourcing. Basic compliance is another service that could remain outsourced. If the business has a legal team it must concentrate on the company’s compliance and not payroll taxes. There is software available with the capability of conducting that duty which would save time and money.   
Employee Morale is an essential part of an organisation 's success in fulfilling its objectives. When employee morale is highest, company operations are at their peak. A study concludes that low morale and low motivation negatively impacts efficiency and profitability and further suggests that management can strive to improve productivity by increasing the happiness of workers by way of re-engineering structures and procedures and delivering benefits, education and training. (Shaban, et al., 2017). With this in mind this report will address the concerns of the owner who has recognised the need to address the issues faced by the company.
[bookmark: _Toc41112607]HR Strategic Planning 

In order to put a plan in place there needs to be a strategy, the management of HR must relate directly to the strategic plan of the organisation. The aim of a strategic plan is to efficiently fulfil goals of the organisation. In error of judgement often a workforce strategy is still not considered. Incorporating human capital management techniques as well as other corporate processes tends to achieve an overall change as the needs of the employee are being addressed (Esenyel & Mahafzah, 2016).

It is important to be aware that just as businesses are continually changing the HR plan needs to change; it is part of a continuous cycle which seeks to define the current and potential of HR. The aim of this development is to achieve the organisational objectives (Bibiano & Marco-Simó, 2014).
 
Strategic human resource management (SHRM) has various roles for enhanced staff relationships. The right environment for employers tends to grow from unions in the workplace. HR blends work and career training programs and disciplinary is dealt with separately, HR  is also involved with employee motivation (Al Hrout & Mohamed, 2014). In addition, the SHRM is undertaking to enhance workplace adherence, training, health, recruitment, wages and benefits. The strategy framework is implemented by HR. 

Performance management is comparatively important for HR. The performance plan is usually a joint effort involving both the employee and the line manager, which aims to assist the employee performance and aspirations through the achievement of the goals which would be set over the fixed time. Throughout the actual formulation of the strategic plans, the origination will create assessment models, such as the SWOT analysis assessment tool, which would allow the company to evaluate its success and its place in the market (Kilic & Okumus , 2005).

[bookmark: _Toc41112608]Recruitment and Turnover

The recruitment and planning processes involved in HR, are such that management must be conscious of the possibilities of explicit or tacit discrimination against any parts of society. People 1st (2016) research show in the hospitality sector women make up sixty percent of the employees. Forty-six percent of employees were aged between sixteen and twenty-nine. Just six percent were aged sixty and over.

The various aspects and personalities of the employees that make up the workplace in order to practise effective and productive management also within the hospitality industry. (Boella & Goss-Turner, 2020). HR need to keep this in mind with any recruitment plan.
Recruitment is the mechanism required to draw a pool of candidates by which one picks the most appropriate individual for a specific position. The correct information is required along with a job description. The cycle begins with the development of a list of staff based on a work requirement or role classification and concludes with the selection of a suitable applicant. While the simplest alternative may be to swap 'like with like,' however this is not always the right choice. Every recruiting event needs to be carefully assessed and evaluated, considering future market predictions, operating plans and required skills (Boella & Goss-Turner, 2020).
[bookmark: _Toc41112609]Employer Branding 
Changing demographics and economic conditions have given rise to ever more competitive labour markets in many developed economies, where rivalry for quality workers is strong. Therefore, major investments are advised in recruiting suitably trained and qualified workers. Another approach is employer branding. Employer branding in the recruiting sense is the bundle of social , economic and practical advantages that prospective workers identify with a given organisation in terms of employment (Wilden , et al., 2010)
[bookmark: _Hlk41063104]Employee branding is frequently used to evaluate a credibility as an employer and its attractiveness to its workers. Contrary to its more general business brand the brand image and customer value proposition. It’s the picture portrayed by the current staff and key stakeholders of a great place to work. It is about the interaction engagement and retention initiatives. Brand management has been gradually utilised by HR and talent recruitment culture to recruit qualified applicants and staff to connect and retain them. In 2008, CIPD Director-General Jackie Orme affirmed the increasing discipline and business plan status (Audiopedia, 2017). 
[bookmark: _Toc41112610]New Interview Technology
[bookmark: _Hlk41065375]In order for hospitality companies, to recruit the right applicants, they a range of screening methods. Hospitality recruiters have historically focused on face-to - face interviews to select the most suitable applicants to represent the company. Although internet-based interviewing tools are progressively being used in real-time by hospitality organisations, an interviewing trend focused around cutting-edge technology has surfaced: the usage of AVIs (Asynchronous Video Interviews) employers submit text-based questions remotely to execute this interview modality, and the candidate documents their answers using a webcam through numerous proprietary technology channels. Regarding the pledge of lowering costs and growing efficiencies, many companies have embraced this interviewing method; nevertheless, there has not been much work on the efficiency for both providers and consumers. In addition, the suitability and compatibility of AVI in the hospitality sector should be examined for the purpose of appointing service representatives (Torres & Mejia, 2017).
[bookmark: _Toc41112611]Employee Retention
Employee retention is among the biggest issues facing the Hospitality sector as a result employee's turnover rate has risen. (Farid & El-Sawalhy, 2018) refers to Griffeth and Horn (2001) finding that substitute for possible inertia, minimise internal tensions, improve autonomy and morality, remove poor performers and promote competition with introduction of new employees. Also, Echols (2007) Employee retention is not easy to control, employees are restless, having a constant desire for change, having an unreasonable perception of their employment, companies are misrepresented workplace recruiting and hiring processes that can contribute to the selection of unsuitable workers. (Farid & El-Sawalhy, 2018)
A report by Sangaran & Kumar (2017) has shown that affected work engagement, and salary dissatisfaction contributes to high turnover. The absence of enough training and development cause the workers to leave the company. Work-life balance seems to be an important element for the high staff turnover. Excluded as a reason for employees leaving is age, gender and length of service. People primarily enter the business because of its welcoming qualities, the wide variety of employment available and the broad demands for personnel. Dr Partington, (2017) refers to several authors who maintain that minimal payment is frequently complemented by additional perks such as meals and accommodation, tips and 'fiddles' in certain professions, this should not be overlooked. Larger hotels give uniforms to the workers, some include laundry, regular meals and benefits from overnight breaks, pensions, sick leave, health care and gym membership (Dr Partington, 2017).
[bookmark: _Toc41112612]Contracts
Caterer Director Peter Flaxman of Solutions Four said: "although it may appear to some as if zero-hour contracts are unjust and could even make it hard for workers to manage their financial lives, there is still a strong argument for retaining them, especially in the hospitality sector. The hospitality sector is seasonal and is affected by influences such as local climatic conditions and activities, which is why workers need to adapt according to these variations. Offering zero-hour contracts become extremely valuable, and are used widely to deal with this, while key workers can remain as salary-earners and have secured hours. Employers can manage wages according to fluctuating business levels by using zero-hour contracts. All this indicates in the current economic environment for companies is that they have a greater chance of growth, but still getting the potential to generate more employment as needed (Nicholls, 2013).
[bookmark: _Toc41112613]Employee Dismissal
Employee dismissal can be due to one of five clear grounds in order to be held as a 'just' dismissal. The contractor would have to have behaved immorally and inappropriately in the conduct of his/her duties. More constructive strategies, such as coaching and counselling, can lead to alternative action in some situations, and should be attempted prior to dismissal (CIPD, 2019).
[bookmark: _Toc41112614]Turnover Deterrence  
One thousand and six employees from the hospitality sector were interviewed and asked what will lessen the chance that staff would leave the company. The response was as follows:
· Better pay and benefits sixty-three percent
· More influence around shifts patterns fifty-five percent
· A more secure salary and assured work fifty-two percent
· Improving career opportunities forty-two percent
· Greater transparency regarding shifts and scheduling thirty-two percent
· Sixty-two percent of the employees believed in a long-term future in the industry in hospitality.
What was discovered is beyond better salary is that employees would like more influence over their working lives as well as more security (Muller-Heyndyk, 2018).
It is quite clear from the results of Sangaran & Kumar (2017) study that wages are among the key considerations which will affect the turnover choice. Hence, a minimum pay framework is proposed when opposed to the commonly established point pay scheme. Work satisfaction can be influenced by prospects with upward progression. When there is the since of hampered or reduced progress and upward progression that will have an impact on work morale which ultimately may contribute to turnover. The possibility of future progression between the younger and older employees needs to be measured and balanced out for the employees to grow and it will impact motivation. If an individual is inspired, they should be efficient, cooperative and performance-enhancing (Sangaran & Kumar, 2017).
The results from Putra, et al.(2017) found that fundamentally motivation played a major role in increasing employee satisfaction in the job. The research also indicates no evidence that the inherent motivation of the worker decreases as extrinsic motivation emerges. It is proposed that managers need to realise that developing a positive working atmosphere and making employment more exciting and enjoyable would increase the innate morale of employees, which could help individuals feel more involved at work (Putra, et al., 2017).
Looking from a different angle empowering workers via mobile applications makes for easier work time scheduling and shift schedules, enabling staff to quickly choose from available shifts., colleagues can exchange shifts, report in sick, request holiday and so on (Birkin, 2019).
[bookmark: _Toc41112615]Development and Diversity 

According to the 2017 Employers Skills Survey, chefs were the most in-demand professional profession in the UK (Byrne, et al., 2018). Hence why, the restaurant and hotel sector had the highest number of the hard-to-fill vacancies above all other sectors of the British economy. This is still the case to date as supported by latest official labour market statistics.
Jackson a writier of the Financial Times quotes Kate Nicholls a chief executive of Hospitality UK, stating that Demographics is the issue, over fifty percent of the employees in the industry this includes coffee bars and nightclubs are under the age of thirty. There are far less eighteen to twenty—four year-olds joining the labour force owing to a decrease in population growth across the millennium (Jackson, 2018). He continues to say Brexit helps make it very worrisome for hospitality,' with Ms Nichols adding “It’s not skill shortages, not a failure to upskill our workers, simply a shortage of bodies available.” Nonetheless, there is now a lack of trained chefs, because the people who went to culinary schools have decreased (Jackson, 2018).
[bookmark: _Toc41112616]Training and Development

Training in hospitality companies has many advantages, namely better working results, increased employee satisfaction, increased guest satisfaction and reduced company costs.
The sector is often also characterised as a busy, extremely competitive industry which needs employees to be responsive and able to adapt to challenges to satisfy ever-changing customer requirements, although this is not inherently bad and can be deemed a compelling factor for employment. Employment in hospitality is frequently described as low-paid: low-skilled, part-time and temporary, poorly managed and without a consistent career direction. The majority of workers in the business, however, are commonly known as semi- or unqualified (Riley, 2011).Surveys of previous employers found that employers in the hospitality sector only respect basic qualities, such as ability to obey orders, a desire to learn and resilience and adaptability.
Dr Partington (2017) reference People 1st (2013) who has established generally three skill groups which are hard to hire  job-specific abilities, these include culinary skills; leadership skills or softer skills for example communication, customer support and teamwork; and competencies in management and leadership. Customer handling skills have been identified as the most frequently needed development and possible top skills, preceded by leadership and management. With stronger focus currently getting put on soft skills, the conceptualisation of soft skills needs to be strengthened to establish if they are deserving of the classification of being judged as skilled (Hurrell, et al., 2013). It means that there needs to be a more aggressive recruiting strategy for the hospitality business. Alternatively, recruiting strategies are anything but followed effectively. Studies have shown the general lack of comprehensive interview process for the hospitality industry, especially with smaller hoteliers, has illustrated the low quality of recruitment practises as the primary cause of the high employee turnover in the sector. People primarily enter the business because of its welcoming qualities, the wide variety of employment available and the broad demands for personnel. Dr Partington, (2017) refers to several authors who maintain that minimal payment is frequently complemented by additional perks such as meals and accommodation, tips and 'fiddles' in certain professions, this should not be overlooked. Larger hotels give uniforms to the workers, some include laundry, regular meals and benefits from overnight breaks, pensions, sick leave, health care and gym membership (Dr Partington, 2017).
The method in which training is delivered affects overall the workplace quality substantially one of two methods is favourable on-the-job training and work shadowing. An advantage of one on one training is that it can reduce or alleviate the cost. Additionally, the employee is conducting their role which gives the employee the opportunity to show their skills and capabilities. ongoing training programme to ensure continued achievement of the organisational goals of the training initiative is recommended (Jaworski, et al., 2018).       
[bookmark: _Hlk41061362]Jaworski, et al.,(2018) report recommends that employers appreciate the work achievements of workers by offering financial bonuses, rewards, appreciation and career enhancement to increase job satisfaction for workers and thus relations to company. For the business to be successful and to prevent high turnover, the provision of appropriate benefit packages is essential. (Jaworski, et al., 2018) quotes Zhang et al (2014) who find that an offer of paid sick leave symbolises the loyalty of an organisation towards its workers, further increasing the job success and dedication of its workers. The final finding of the report was that work commitment is hugely influenced by satisfaction with training.
[bookmark: _Toc41112617]Diversity

The growing features of this era contribute to globalisation and the knowledge economy. The successful organisations are those which support and promote diversity in the workplace (Okoro & Washington, 2012). Disregarding the incorporation of diversity in the workforce could have a detrimental effect on the efficiency of the company and performance.
Implementing diversity in the workplace therefore has a dual effect it adds not just to the accomplishment of the organisation's targets but also to its sustainability. As most diverse communities, such as minorities, disabled people and women, are searching for a work opportunity, it is an opportunity (Webb & Muhlbauer, 2018)for the hospitality industry to take advantage of this phenomenon and increase the potential of labour (Gehrels & Suleri, 2016).
In order for workforces to recognise the value of diversity, equality and fair work opportunity, organisations should create standardised training for everyone to complete. It will allow their employees to be informed on the subject which will reduce the likelihood of just about every adverse circumstance. Employees will need to complete their training every two years (Webb & Muhlbauer, 2018).
Diversity cannot be restricted to an “initiative” that takes place occasionally. What would be the best and is of most importance is for the company’s leadership to be diverse in age, race, ethnicity, education, sexual orientation, nationality, gender, and so on. Including multiple perspectives and backgrounds in the boardroom inevitably leads to more innovative and diverse approaches which leads to an organisation not having to exert any effort to be diverse (Webb & Muhlbauer, 2018).
[bookmark: _Hlk41065713][bookmark: _Toc41112618]Stress and Anxiety of the Workforce 
Davis 2015 reports that those in hospitality workers are one of UK's most stressed workforce. For instance, more than seventy per cent of UK hospitality workers report feeling overstretched, and at a certain stage in their career, forty-five per cent require time off because of stress (Davis, 2015). The obligation to preserve a publicly visible and appropriate emotional appearance ensures that hospitality staff may feel anxiety as a result of the customer actions dealing with unthoughtful or extremely rude behaviour known as a 'jay customer' (Harris & Daunt, 2004). In addition to the lengthy and anti-social hours employed by most hospitality employees, this 'emotional role is one risk trigger for stress and other job-related difficulties in mental health Kotera, et al. (2018) refers to Constanti and Gibbs 2005; Gilmour and Patten 2007 findings. It is also noted that workers in distress find it impossible to make good use of their talents and are more likely to be less productive at work. For instance, depression impedes performance and leads to incapacity, absences and even retiring early.
In economic terms, a workforce with employees in crisis will be suffering from a high turnover (Baum & Wolfgang, 2010) that will carry substantial operational costs. For the first time in the UK work-related stress disorder or depression accounts for more than fifty percent of all working days missed due to health issues, this costs the economy more than ten billion a year (Wilson, 2018). The extent of this issue is demonstrated in the British hospitality sector, where the overall turnover rate for bar workers is one-hundred and eighty percent and for managers is over thirty percent. In regard to budgetary consequences, the expense of recruiting each front-line hospitality worker equates to roughly one-thousand, and for managers it is five times that number (Kotera, et al., 2018).
[bookmark: _Hlk40820812][bookmark: _Toc41112619]Practices and Policies

To establish a framework that helps with managing people policies, procedure and practices should be put in place. They discuss everything from how the organisation hires its workers to making sure that staff are informed on policies, priorities and regulations, how managers will handle problems if they emerge. HR strategies offer staff and administrators with written instructions on how and where to address a variety of workplace issues. They play a significant part in executing the HR plan of an organisation, theoretically and efficiently. This also provide staff and supervisors with continuity and accountability, helping to reinforce the social bond and fostering a productive workplace climate.
[bookmark: _Toc41112620]Employment starts It is best to have a policy that outlines the desired criteria for selecting staff. Also, a policy about the role. Rules, policies and processes for the organisation. Disciplinary and grievance processes. Pay and working conditions. Policies regarding health, safety, and welfare. Many important processes and practises, e-mail and Internet regulation for example.
[bookmark: _Toc41112621]While in employment reward policies should tackle issues such as how workers are evaluated and how productivity is compensated; along with guidelines on pay plan factors such as pensions / extra financial payments and other incentives and benefits.
[bookmark: _Toc41112622]Health and well-being programmes may address a variety of issues from work-related stress reduction and control to dangerous chemicals handling. 
[bookmark: _Toc41112623]HR staff interactions Examples include: Administrative and complaints procedures as well as taking breaks and absence, vacations, career break, volunteering, parenting or care responsibilities (such as maternity or paternity leave), contacts, engagement and other workplace activities including employee voice, safety and emergency procedures abuse and intimidation of workers. 
[bookmark: _Toc41112624]Education and preparation concerns that may be protected by legislation in this field would include training and incentives for secondment, skill growth, skilled fee compensation, and so forth.
[bookmark: _Toc41112625]Ending employment There are several explanations when work ends, including voluntary departure to termination, redundancy or retirement, all of which should be protected by specific written policy, given details on the duration of notification times or the extent of the consultation on redundancy). 
[bookmark: _Toc41112626]Manage equal rights, integration and participation Diversity covers a various characteristic and are covered under the Equality Act 2010 being aware of this helps achieving equality and valuing diversity is essential to effective people management and makes sense for business. Fair management implies general equity, and diversity policies will specifically convey the mission and principles of the organisation (George, 2019).
There is strong indication that when there is better efficiency when quality management is implemented as a strategic aspect of the approach for individual hotels. Additionally, but more in line with previous conventional study results, structured HRM in has been shown to be much more effective in the sense of a wider market approach. The results are not unexpected, because the previous research papers revealed strong correlations for other sectors and countries (Bresciani, et al., 2012).
Most critically, in the hospitality environment in which there is so much to riding on delivering quality service, the simple truth is the integrity of the business is always in the hands front and-line and customer facing staff. Hence it is Extremely important to have a company Handbook with the above Policies and procedures within.

[bookmark: _Toc456901523][bookmark: _Toc41112627]Conclusion and Recommendations

With an appointment of the HR manager a new approach to business is needed. There must be a relationship between business strategy and approaches to HRM. The hospitality industry is seen as part of the alternative labour force facing low incomes, high turnover, part-time and irregular jobs, minimal recruitment incentives and career development. In order to address this strategic HRM must be put into place.
The recognition that people are not only one of the drivers of development, but the key source of competitive advantage. How companies hire, develop, promote, inspire and control their workers is of vital importance for business performance.
The engagement of line managers is also important to have in implementing the HR practice and incorporate them into the decision making, the policies should be designed to gain commitment and initiative. Work has to be placed in "Mutually compatible practises" Corporate policy and HRM strategies aimed at fostering employee ability to behave effectively and efficiently to the benefit of company. 
A great deal of effort would need to be exerted in ensuring not only the staff, but the leadership team is diverse in age, race, ethnicity, education, sexual orientation, nationality, gender, and so on. The process of brand image and customer value proposition should start as soon as possible in order to grow the employer brand and attract the right candidates. The suitability and compatibility of AVI for the business should be examined as a more cost effective and efficient recruitment process.
Once a strategy is in place the next step would be to put in place a personnel handbook. This would encompass all policies and procedures. The induction of training which includes management expectations, role requirements, grievance and disciplinary processes, health and safety standards, and employee reviews. The evaluation process is an integral component of successful execution of employee development. All will be entitled to financial bonuses, rewards, appreciation and career enhancement to increased job satisfaction. The aim is to ensure staff feel appreciated at work, be proud of what they do and know they are respected and appreciated.
The nature of the business lends itself to high staff turnover; however, it is important to have a set of stable, fulltime hard-core workforce. A zero-hour contract would be for the seasonal, special occasion workers. With an agreement that, the staff under this contract can still be involved in personal development.
With the above in place the issues of staff morale stress and anxiety should be taken care of however, a reassessment of, the full strategy should be taken regularly.
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