Title – Enhancing Human Resource Strategies: A Report of PSR Experience
Executive Summary 
This report examines PSR Experience, an established driving experience company, concentrating on strategic analysis within its human resource department. Despite its market prominence, limitations within the South Wales events sector pose challenges. While holding a significant market share, PSR Experience faces internal issues such as low staff retention rates, inadequate training and inexperienced management, alongside external threats like employee dissatisfaction and talent competition.
Utilising SWOT, Porter’s five forces and PESTEL frameworks, the analysis identified internal strengths in effective engagement incentives and competitive wages while highlighting external challenges such as turnover rates and management deficiencies. Notably, the report highlighted opportunities for managerial development and potential threats from over-dependency on incentives.
Key findings revealed an urgency to address weaknesses such as inadequate staff training and inexperienced management to leverage organisational strengths. Recommendations highlight the need for a comprehensive code of conduct, compensation for training staff, producing staff relation roles and clear communication channels.
Addressing these recommendations will reinforce PSR Experience’s competitive edge, ensuring sustained growth and resilience within the dynamic driving experience market.

Introduction
PSR Experience, a driving experience company established in 2019 (Roughan, 2023), has rapidly gained recognition and notability within the event industry. It has expanded its operations to encompass 15 circuits across the UK, establishing itself as a well-known and respected entity in the field. The company aims to create an inclusive opportunity, offering experiences from £29, thereby catering to a diverse economic and generational demographic (Roughan, 2023). This company holds a significant portion of the niche driving experience market however that market has a limited scope on the events sector in South Wales.
This report analyses the opportunities and challenges faced by PSR Experience amongst their human resources department, producing strategic recommendations on how to mitigate these challenges and how to best take advantage of the opportunities created within the sector.
Analysis of the strategic operation of PSR Experience in relation to the human resources department will be undergone with focus on the internal and external factors influencing the organisation. When analysing the internal factors, the methodology for assessing these strengths and weaknesses was a SWOT analysis. This framework explores areas for change and organisational growth guiding the production of strategic plans (Thomas, 2019). External factors will be evaluated using frameworks including PESTEL analysis and Porter’s five forces these were selected as they provide the organisation’s competitive position (Garcia, 2019).
The purpose of this report is to analyse the effectiveness of PSR Experiences strategies within the human resource department and therefore focus will be put onto staff satisfaction, management and staff retention rates among other components.

Findings
The SWOT analysis for PSR Experience revealed a blend of internal strengths and weaknesses along with external opportunities and threats. Depicted in figure 1 below, the SWOT analysis offers an insight into its present condition and potential future development, by assessing the competitive market (Kotler, 2020). 
	Strength
· Effective employee engagement incentives (commission)
· Competitive Wage
· Flexible working hours
· Skilled workforce
	Weaknesses
· Poor training programs
· Low employee retention rates
· Unclear management framework
· No written code of conduct
· Substandard managerial practices – Inexperienced management 
· Abuse of power by management 
· Unclear disciplinary process


	Opportunities
· Developed training programs
· Leadership development 
· Improving retention strategy
· Leveraging competitive wages with recruitment
· Establishing a clear code of conduct
· Establishing clear policies and procedures
· Refine management framework
	Threats
· Talent competition
· Employee engagement dependency 
· Work-life imbalance
· Ethical and behavioural risks
· Employee dissatisfaction
· Communication challenges
· High turnover rates and understaffing 



Figure 1 – SWOT Analysis
When analysing PSR Experience it was clear the organisation boasts numerous strengths including competitive wages, flexible hours, and a skilled workforce. These strengthen the workforce, attracting talent, accommodating diverse needs and maintaining a high capability. However, critical weaknesses including poor training programs, low staff retention rates, inexperienced management and unclear disciplinary processes all require attention to secure the organisations competitive edge (Masterman, 2022). The outlined opportunities will mitigate these operational weaknesses ensuring organisational culture is maintained. This SWOT analysis found vital opportunities by developing training programs, enhancing retention strategies and utilising competitive wages for recruitment strategies. Establishing a clear code of conduct, refining management strategies and transparent policies provide opportunities for improvements. Although, current strategies need to be adapted to involve the mitigation of developing threats including talent competition, work-life imbalance and communication challenges, which could impact the company's resilience and effectiveness (Masterman, 2022).
When assessing the external factors, the primary methodology used was Porter’s five forces framework which can analyse the organisational performance through the understanding of industry competitive position (Garcia, 2019). Using the Porter’s five forces framework allowed an assessment of the organisations competitive landscape, depicted in figure 3 the analysis allowed strategic recommendations to be produced to mitigate highlighted corporate risks (Rusith, 2023).
	1
	Threat of New Entrants: Competitive wages can deter new entrants. However, competitors who exceed or match wages become an increased threat.

	2
	Bargaining Power of Buyers: Employee engagement incentives (Commission): Effective in engaging employees however, over-dependency on this incentive can result in a hostile and competitive work environment.

	3
	Bargaining Power of Suppliers: The analysis conducted highlighted no impact on suppliers.

	4
	Threat of Substitutes: Flexible working hours: Reduction of threat due to increased job satisfaction, immaturity can negatively impact service quality further increasing the threat.

	5
	Competitive Rivalry: Competitive wage: This could intensify competition in the industry, resulting in higher turnover rates if competitors are able to match or exceed wages. Employee engagement incentives: While effective, over-reliance may lead to internal rivalry or a decrease in productivity.


Figure 3 – Porter's five forces analysis
Offering a competitive wage can deter new entrants, making it economically unviable for the organisation to match or surpass the offered wages (Heubel, 2023). Although, if competitors manage to provide similar or superior wage structures, the threat is heightened.
Considering the bargaining power of buyer's consideration must be taken into the current employee engagement incentives. While this incentive effectively engages employees producing highly motivated staff, over-dependency on incentives could decrease productivity and morale by producing an aggressively competitive sales environment (Kruger, 2016). However, considerations must be made before this strategy is changed as employees could exert bargaining power if incentives are reduced or removed (Kruger, 2016).
Flexible working hours could reduce the threat of substitutes by increasing job satisfaction, employees and customers are less likely to seek an alternative if satisfaction levels are maintained at a high standard (Hall, 2023). However, the noted immaturity of the primarily young workforce could negatively impact service quality, potentially increasing the threat of substitutes. 
Offering competitive wages could provoke heightened competition among industry players. If competitors match or surpass wages, the organisation might experience increased turnover rates as employees pursue better compensation elsewhere. Although employee engagement incentives have proven effective in driving performance at PSR Experience, an over-reliance on incentives for engagement could inadvertently foster internal rivalries (Harcourt, 2023). This reliance on incentives could lead to a decrease in productivity as individuals prioritise personal financial gains over collaborative and organisational success (Harcourt, 2022). 
In summary, while there are strengths outlined such as competitive wages and employee engagement that can act as a barrier to new entrants and aid employee retention, over-dependency on performance incentives and the presence of an immature workforce may escalate internal competition, negatively impacting productivity and guest service standards. Alleviating shortcomings like inadequate training, managerial issues and communication challenges can mitigate these risks and reinforce PSR Experience’s competitive position. 
A PESTEL analysis was applied to analyse the external factors to provide a deeper understanding of the organisation, alerting the organisation to potential threats and offer strategies to exploit opportunities (Frue, 2016). Shown in figure 2 the PESTEL analysis was successful in analysing current strategies within PSR Experience, highlighting concerns including poor training and high turnover rates. 
	Political:
· No political influences apparent during the analysis. However, potential government regulations could impact future human resource operations.

	Economic:
· Strength: Competitive Wage: Leverage this during recruitment as it provides the opportunity to attract and retain talent.
· Weakness: Poor Training: Economic factors influence the allocation of resources towards staff training, could cause decreased productivity and service quality.

	Social:
· Strength: Flexible working hours: Accommodates young workforce. However, immaturity and significant travel could influence culture and productivity negatively.
· Weakness: Staff turnover rates and management challenges: High turnover rates and inexperienced management produces challenging work environments.

	Technological:
· No explicit technological influences however, strong reliance on social media platforms for policies and staff communications could cause operational issues.

	Environmental:
· No specific environmental aspects relevant to the human resource department were highlighted during the analysis.

	Legal:
· Weakness: Lack of code of conduct and disciplinary process: Can lead to issues with employee rights and governance.


Figure 2 – PESTEL analysis
In PSR Experience’s human resource department, no political influences were apparent during the analysis. However, when considering future policies potential government regulations regarding labour laws or employment practices should be considered as they could impact proposed recruitment strategies including flexible working hours or staff training compliance. 
Offering a competitive wage provides the opportunity to attract and retain talent. By leveraging this wage during recruitment, you can attract industry talent effectively (Adeosun and Ohiani, 2020). However, poor training programs for employees negatively impacts the organisations economic performance as it will result in decreased productivity and service quality (Masterman, 2022). The allocation of economic resources should be adjusted to compensate trainers or management should undertake this role as analysis has found inadequate investment is being made into training management and new employees. 
When considering the social influences analysis found that flexible working hours could be an effective strategy as it attracts a younger age demographic who have flexible schedules (Johnson, 2020). However, the significant necessary travel and immaturity that comes with a young workforce may negatively influence company culture and productivity (Johnson, 2020). 
There were weaknesses identified when looking at the social influences as the organisation was found to have a high staff turnover rate and challenges amongst management. High staff turnover rates could be due to low job satisfaction and poor leadership and causes additional stress for the company through under-staffing and additional recruitment strategies (Verlinden, 2023). When combined with high turnover rates, inexperienced management creates a challenging work environment with understaffed events and active training on the job increasing the workload, which increases the staff turn-over rates. As staff are all young and there is little room for promotion amongst the organisation many staff members will leave to find permanent positions elsewhere (Hall, 2023). Furthermore, the managements inability to professionally handle customer complaints negatively impacts both employee morale and customer experience. To mitigate these weaknesses, it is advised management are enrolled in additional training to ensure professionalism and maturity is maintained within the workforce.
Despite there being no explicit technological influences highlighted in the analysis there is a strong reliance on social media platforms for policy updates and staff communication which could represent a challenge. Using technology in this manner aids employee engagement however, without appropriate monitoring can result in unprofessional use of the company’s primary communication tool and if overused can cause important information to be overlooked and missed by employees (Roller, 2023). Missed updates may create operational issues and reliance on social media for communication can produce social challenges relating to digital exclusion and representing an exclusive culture (Roller, 2023).
Legal influences that impact the organisation negatively include the lack of clear guidelines for disciplinary actions and the absence of a code of conduct. Having a code of conduct allows management to outline the organisations values, define desired behaviour and clearly states expectations from staff (Papadopoulou, 2022) without it there is limited accountability and guidance for staff and management (Hanak, 2022). Legal issues regarding employee rights and governance may be raised due to a lack of code of conduct so to mitigate these risks it is advised that extensive disciplinary actions and a thorough code of conduct are constructed to give clear guidance for all employees. 
Overall, the PESTEL analysis highlighted several critical issues that PSR Experience must address. The companies social and economic elements are significantly influenced by the high turnover rates and inexperienced management. Unclear policies, inadequate staff training and last-minute shift approvals produce a challenging work environment and negatively impacts productivity. Furthermore, the absence of clear communication channels can result in operational issues. 
By addressing these weaknesses through developed training programs, implementing effective communication channels, establishing a clear code of conduct and refining managerial practices, the organisation will be successful in mitigating risks while improving the overall performance and sustainability of PSR Experience.

Conclusion
The comprehensive analysis of PSR Experience's human resources department revealed critical insights into the organisation current competitive standing and future development. Notably, the SWOT analysis highlighted the organisation’s strengths in effective employee engagement incentives, competitive wages, flexible hours, and a skilled workforce, fortifying the company’s motivation and adaptability. However, it revealed weaknesses like poor training, low staff retention, and inexperienced management, which require immediate attention to maintain organisational strength. Opportunities in management development and improved training programs were identified, while threats like employee dissatisfaction and communication challenges require proactive management.
Furthermore, an external analysis applying Porter's Five Forces and PESTEL frameworks revealed the impact of competitive wage offerings, employee engagement incentives, and flexible working hours on PSR Experience's competitive landscape. However, the excessive dependency on incentives might intensify internal competition, affecting productivity. Addressing inadequate training, managerial issues, and communication challenges can mitigate these risks and solidify PSR Experience’s competitive position.
Additionally, the PESTEL analysis highlighted concerns within the human resource department such as high turnover rates, social challenges, and legal risks stemming from the absence of a code of conduct. Immediate action is necessary, including establishing a comprehensive code of conduct, proactive management training programs, effective communication channels, and clear disciplinary processes. By addressing these issues, PSR Experience can enhance its performance, sustain its growth trajectory, and secure its position within the market.

Recommendations
· Implementing a code of conduct: A well-implemented code of conduct is vital to mitigate potential legal, social and economic issues (Mullins and McLean, 2019). Implemented amongst leading industry competitors this strategy is highly successful (Leggat, 2023). Producing a code of conduct will establish the organisations standards and provide clear and explicit guidelines on expected behaviour, creating accountability and supporting employees as a point of reference for ethical and behavioural dilemmas (Mullins and McLean, 2019).
· Offer appropriate compensation for training time or get management to conduct training: Training is conducted by management at most leading industry runners however when management is short-staffed, offering compensation for training has proven to be effective (Leggat, 2023). It elevates employee motivation and enhances skills through financial investment in employee growth, producing higher retention rates and a competitive industry advantage (Getz and Page, 2020). Compensating employees for training not only enhances employee's skills and knowledge but also contributes to a positive organisational culture, higher employee satisfaction and improved performance (Roller, 2023).
· Produce another role for staff relations with focus on aiding retention of staff and mitigating issues as they arise: PSR Experience previously had a position for employee relations which was effective in improving retention and resolving conflicts. However, management disagreements caused the staff member to leave, and the position has remained unfilled (Leggat, 2023). Staff relation roles serve as a bridge between the organisation and employees promoting a positive, communicative and supportive workplace culture that leads to higher employee satisfaction, retention and overall organisational success (Brooks, 2021). Reintroducing this role boosts employee morale and will effectively enhance employee engagement (Brooks, 2021).
· Produce a clear disciplinary process that is strictly adhered to: A clear disciplinary process is a strategy used by many industry leaders including Supercar Experience Group (Hayes, 2023). This strategy promotes fairness, consistency and accountability, contributing to a more positive workplace culture and reducing the likelihood of disruptive behaviour. It offers management guidance while boosting employee confidence with the guarantee the organisation will resolve issues fairly (Mullins and McLean, 2019).
· Enrol management in management classes to enforce professionalism and provide guidance for younger under-developed staff: Management training is uncommon within the industry however, as a result poor management is common. Introducing management training programs enhances leadership abilities, improves communication, fosters a positive work environment, and equips managers with effective leadership skills. This ultimately leads to reduced turnover, increased productivity, better decision-making and improved organisational performance (Kotter, 2012).
· Implement clear communication channels for important information: Clear communication channels are uncommon within the industry however developing this would put the organisation at a competitive advantage (Leggat, 2023). It promotes transparency, improves the flow of important information, reduces misunderstandings and fosters a collaborative work environment. Ultimately it contributes to better decision-making, employee relations and improved organisational effectiveness (Brooks, 2021).
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