1.0 Executive Summary 
Overview
Human Resource Management (HRM) is a critical process of employee management as it involves staff perceptions and feelings, considering that employees are the business’ assets. MPW Swansea currently deals with Human Resource Management concerns that are impacting the business’ performance.
Problem Statement 
This study examines how the two priority areas, poor employee engagement and outsourcing Human Resource (HR) department, affect talent management in Marco Pierre White Steakhouse, Bar and Grill (MPW Swansea). Identifying contemporary trends and issues that can impact business strategy is essential to become a proactive problem-solver, by actively seeking solutions.
Recommended Solution 
Nurturing the leadership skills of the managers can take the employee management into a different level, and building a harmonious relationship within the workplace can essentially address the issues regarding poor engagement. It is beneficial to consider employee involvement with policymaking and to boost staff morale with rewards and recognition. Having permanent In-house HR and an AI system will bring a positive change on the company manages its people.
Solution Value
Managers will be able to lead the team in a more enthusiastic but controlled environment. There will be a more stable employment process resulting in a decreased number in turnovers, promoting staff retention. 
Evaluation 
Overall, recognising the importance of employee engagement and the impact of outsourcing on the HR department can highly affect the performance of the company. Addressing the issues early on will create a stronger workforce and build better employee-employer relationships.


2.0 Introduction
Human resource management (HRM) is an integral part of all organisations. This is a strategic approach designed to deliver the company’s long-term strategic objectives in terms of employing, managing, developing, and nurturing people. This report systematically analyses and evaluates two Human Resource Management priority areas within the Swansea restaurant. These areas are: (1) poor employee engagement within the company; and (2) the implication of outsourcing HR department impacting the talent management of the organisation. Relevant theories and concepts are needed to familiarise and integrate with the company’s current situation. Identifying strengths and weaknesses of human resources is essential to generate a conclusion. Suggesting realistic solutions should give effective competitive advantage in the business’ future (See Appendix 1).  
This department focuses on recruitment, interviewing, the on-boarding process, training and development, compensation and benefits, employee relations and compliance with employment legislation (CIPD, 2021). The team ensures that employees receive a positive workplace environment.
Marchington et al. (2021) mentioned the term HRM originated from the United States and became common in the UK from the mid-1980's, then replaced the previous term of personnel management. In addition, Rubery and Johnson (2019) specified that ‘people are the most valued asset’ of any company, and this unusually became a common phrase. 
Historically, achieving a competitive strategy is not based on employees’ capabilities but on labour, which is seen as a cost that needs minimising especially during crises such as COVID-19 pandemic. Businesses had to downsize their workforce and retrenchment predominates during the crisis. However, Storey et al. (2019) mentioned that companies are increasingly improving and learning the key components of HRM as this puts greater emphasis on the aspect of becoming a source of competitive advantage. 
Human resources play a vital role in business strategy talent management (TM). CIPD (2022a) recommended that managers should not just focus on attracting and hiring talented individuals but most importantly, invest in ‘managing, developing and retaining them as part of a planned talent strategy’. As a result, increasing productivity and contributing to inclusion and diversity lead to higher performing workplace and financial performance. Integration of TM to HRM is essential to leverage individuals’ talent for organisation’s optimal success as they are the asset of every business (Truss et al, 2014).
3.0 Main body 
The hospitality sector, as a service-based industry, benefits from having an effective HRM that can either positively or negatively impact employee engagement. Nowadays, dynamics between employers and employees are constantly changing because expectations of people are evolving post-pandemic. People are searching for companies that can contribute to their well-being and flexible lifestyle. Research mentions that fifty-nine percent of people are willing to leave current organisations that do not take their well-being seriously. This suggests that physical and mental wellness are important aspects to productivity and success (The Economist Group, 2022).
There are many factors currently affecting the organisation and impacting employee engagement, including burn-out. The World Health Organisation (2019) suggested burn-out is a syndrome but not classified as a medical condition resulting from chronic workplace stress that has not been successfully managed and negatively affects employees resulting in disengagement. Forbes (2020) supported the statement by acquiring a survey published in Emplify’s 2020 Employee Engagement Trends. The report found out that sixty-two percent of participants suffer from exhaustion at work. Additionally, nearly seventy-three percent of the participants are open to new career opportunities resulting in companies being at high risk of losing the most hard-working and motivated employees due to stress and burnout. 
Employee expectations do not always match up with the workplace’s reality causing massive issues regarding motivating and retaining employees. High staff turnover due to poor management leads to current talents being over-worked and burned-out. Managers must create a positive company culture by encouraging work-life balance and developing a system ensuring the workload does not pile up. Educating employees about the warning signs of burn-out and ways to surpass it would improve performance and communication between employees and managers.
3.1 The poor employee engagement in MPW Swansea
Before identifying the importance of employee engagement, initially a definition must be considered as this term is difficult to describe. Different organisations and individuals have different perceptions and views on employee engagement. According to Sinclair (2022), it is a complex issue as there is no specific definition as it all depends on the needs of organisation and how they want to adapt and personalise to suit the needs of their business. CIPD (2021) mentioned that employees who have good job quality and are managed well will not only be happier, healthier, and more fulfilled, but are also more likely to drive productivity, better products or services, and innovation. This suggests that having a positive work culture contributes to employee's health and well-being and that acquires people to be more motivated and productive to accomplish tasks in a timely manner. 
Allowing people to execute and offer high quality products and services means they are more likely to be innovative in contributing and developing new tactics to improve current strategy. CIPD (2021) suggested that engaged employees can find solutions to current and future challenges or problems in their workplace. According to Kahn (1990) who published a seminal paper almost twenty-five years ago on personal engagement, this term is defined as the harnessing of organisation members’ characters to their work roles. For companies to develop and improve employee engagement, the link between employees’ perception of themselves and how they can fully invest to job role which relies in their working environment should be identified.
Kahn added the three important aspects of employee engagement which are as follows: 1. Physical engagement includes combining and expending both physical and mental efforts to increase levels of confidence and personal engagement allowing employees to perform beyond their job expectation; 2. Emotional engagement derives from employees’ personal feelings and emotional relationship towards their employer. By acquiring a positive environment and relationship, employers can encourage people to have a sense of belonging and to entrust them to achieve company’s values and mission. Kahn suggested that positive interpersonal relations, group dynamic and management styles significantly impact any organisation. These factors can increase people’s sense of security, safety and stability as well as the perception of being trusted by the employer; 3. Cognitive engagement creates a different approach as the level of employee’s performance is built upon vision and goals. People who are attached to their work gain more knowledge allowing creativity with contemporary and valuable perspective. They become confident in decision-making and develop authority within the workforce (Armstrong, 2021a). This concept creates a massive impact on how every business should understand the internal factors, such as job responsibilities, work relationships and growth opportunities. External factors, like competing career opportunities and family and social obligations, equally affect staff engagement. It is essential to regularly review factors that can eventually affect employees’ engagement and motivation to the company’s success. Managers must promote flexibility and create best decisions to help engage people going forward (Kokemuller, 2021).
Crawford et al. (2014) noted that recently, employee engagement concept has been given different definition and meaning by various professionals in the management field and became one of the most significant concepts in developing effective talent management. However, CIPD (2021) mentioned that there is no real definition of it because it depends on the researchers’ interpretation and viewpoint on how issues can be identified within organisation. Conducting an analysis and establishing a variety of recommendations to achieve effective employee engagement is critical. 
In MPW Swansea, once employees are hired and have settled in the workplace, no further action is put in place. Managers tend to forget the lack of training, learning, development, and career progression leading to dissatisfaction of most engaged worker. According to research by Gallup (2023), fifty-one percent of the participants do not engage and feel unattached to their company. Poor employee engagement is affecting the talent management of the organisation. This results in less receptive feedback, low retention, and higher turnover. Well-trained employees leave the company increasing the labour costs when recruiting unskilled people. Training and developing new employees can be more expensive and time-consuming for managers. 
Furthermore, Smedley (2021) suggested that poor engagement leads to low attendance and poor quality of customer service. Strategic talent management must integrate with learning and developing employees to manage their job performance efficiently. Managers must consider that engagement is an ongoing process that requires constant reviewing of the process.
3.2 The impact of outsourcing human resources department 
The MPW Swansea uses Peninsula company to outsource their HR needs regarding business advice, 24/7 support, compliance with employment laws, health, and safety management and even tribunal representation. BrightHR software is provided by Peninsula that has employee absence tool, shift and rota planning, overtime tracker and documentation storage (Peninsula, 2023). Managers feel at ease knowing that a professional provider offers services which essentially focuses on the company’s human resource needs.
Some organisations outsource their HR department due to several potential benefits which include being cost effective, easily accessible and increased efficiency according to CIPD (2022b). This improves people management by using people analytics technique which examines person’s data to solve business problems. There are external professionals who provide expertise that is not available internally and they can support the company’s overall strategy. They provide new tools and technology software for advanced practices. In fact, PeopleHR (2018) mentioned that fifty percent of large companies outsource their HR department and in-house HR teams are getting smaller and lesser. Managers can concentrate on the core competencies of the business and outsourcing HR can enhance the quality of talent acquisition of the business.
However, outsourcing HR has disadvantages to talent management as well. Developing people is a key area where external personnel can assist, especially if management is busy and cannot handle tasks. Johnson (2017) argued that most businesses dislike the idea of outsourcing because they believe developing and managing employees should be accomplished within the company. Former HR leader Ryan (2013) does not advise outsourcing HR as it should be internal, and people focused. Outsourcing removes the essence of having human connection with employees.
Ryan (2013) added that not having in-house HR personnel affects employee satisfaction if companies cannot present job description, contract, employment rights and uncertainties of policy and rules. Delays in providing information to employees disturb their sense of belongingness in the workplace. Staff feel invaluable decreasing their level of performance and motivation leading to disengagement. Schooley (2023) agreed with Ryan since outsourcing HR can negatively affect organisational culture. External personnel find it difficult to identify and perpetuate the company’s culture unlike internal HR representatives who are more aware of the work system and current employees. This results in staff disconnection from the company. They are physically working but are mentally distant from their tasks.
In MPW Swansea, there are instances wherein employees are discouraged and dissatisfied due to a prolonged waiting time of fixing an error by a third-party HR service, for example payroll issues. Moreover, outside recruitment means that the hiring and training process might take longer than anticipated compared to in-house HR employment, which are more proactive when employing and training the staff even before the start date.
4.0 Conclusion 
This report has shown different theories and concepts on why investing in employees’ well-being and personal growth is essential to have effective strategic human resources and engaged people. There were a few reasons why learning, training and developing talents are vital to promote positive company culture. It has been proven that high employee engagement improves the quality of performance as they feel satisfied and supported by their employers. Clearly, organisations with high levels of engaged employees greatly outperform competitors in every aspect. This results in more profitability, a better quality of service, increased satisfaction and happier employees and customers.
One of the biggest challenges of MPW Swansea is outsourcing the HR department. Inevitable issues such as frustrations and miscommunications could arise if there were no in-house personnel who could troubleshoot problems immediately. Transferring HR responsibilities to third-party personnel or computer software can lead staff to feel disengaged and disconnected from their company. Therefore, employers do not fully understand everyone's needs and wants because they cannot manage employees efficiently. 
5.0 Recommendation
Based on the main findings, here are some recommendations that managers can adapt and apply in MPW Swansea. When implementing a new human resource strategy and solution, managers must focus on their leadership skills and how they can take the lead in increasing the levels of employee engagement. New trends and techniques must be considered to improve talent management. Armstrong (2021) stressed that competent leaders should have: 1. Autonomy and empowerment – trusting and involving employees in the decision-making process; 2. Development – supporting employees’ career growth; 3. Feedback – giving positive feedback and recognition such as ‘employee of the month’ , rewarding achievements and good performance with pay rise can boost employee’s morale and work ethics. Performance review and regular appraisals are important elements in performance management. The appraisal aims to support administrative decisions by having a knowledge of issues such as pay, promotion, and redundancies. To support employee’s learning and development, promoting inclusivity and diversity is essential.
Williams (2017) suggests top tips that managers can practice to lead fully engaged individuals. Firstly, cultivating good and healthy friendships with staff creates a dynamic workforce. Facilitating mentorship improves profitability. Promoting accountability for own actions can shape leadership. Lastly, good leaders convey company goals effectively. Williams called this form ‘Frientorship’, a combination of friendship, mentorship and leadership. Leveraging these principles will make individuals and teams satisfied in the workplace following the concept, ‘happiness breeds engagement and engagement breeds success.’
Outsourcing the HR department would save business time and money. However, keeping people-centric jobs such as hiring, firing and performance reviews must be kept in-house. This would be ideal to combat any issues arising between employees and employers that only HR personnel can resolve. The implementation of artificial intelligence (AI) is essential for improving a company’s culture and talent management. By using tools such as chatbots, in sourcing and screening would help managers identify top-tier candidates. AI enables timely learning and development that keeps employees more engaged (Lalwani, 2021).
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