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Appendix/ Role play
[bookmark: _Hlk70248220]Ramona: Hi, good afternoon. My name is Ramona Kerekes. I am General manager over Rubbarb company. I am the person responsible over all departments who provides food/beverages and hospitality at multiple places around London including Royal Albert Hall, Sky Garden Mamma Mia and other venues and events handling a large amount of people, 2341 employers. I will describe a problem approach from my CEO after one of his regularly monthly visits always prepared with new task and business problem to solve. Dismissals and unethical employers’ behaviour.

[bookmark: _Hlk70233624]Mihai: I noticed a decrease in the company’s rating due the unethical managers behaviour, and staff, already an email with multiple reviews and emails form customers and unhappy employees. You must come with a solution to this problem before to lose all our staff.

Ramona: From my experience to solve a problem, I must first determine what is the main issue.it may take a while to provide a secure solution to the situation taking in considerate is a large company. However, the basic problem-solving process remains the same even if the problems identified different. Sometimes, it is easy to focus on symptoms, not causes. I use a rational approach to determine what the problem is. I have a set of question which helps me to approach the problem in a clear way and founding the right solution.
-What have I observed?
(we often change the staff, and who are here already from a while are very stress) 
-What was I doing at the time the problem occurred? 
 (taking care mostly of the promoting the business then training and ensuring service wise)
-Is this a problem or a symptom of a deeper, underlying problem?
(but Human Resources’ inadequate recruitment and training, which plunges much deeper into issues)
-What information do I need?
(I need more information; I must find out everyone opinion)
-Have we already tried to address this problem before?
(this subject was broth into the discussion before with the previous GM and nothing changed)

Mihai: Can you explain the situation?
[bookmark: _Hlk70223242][bookmark: _Hlk70253776]Ramona: Sure! Preliminary research indicates that constructive dismissals and disciplinary procedures are common, in our company especially through the allocation and timing duties. I decided to analyse the situation having a monthly survey for each department and venue separately. In Sky garden we have 900 employers, I identified 637 different employment related problems, and 213 were disciplinary issues. I also discovered the requirement to please customers, management, and employees in a weak, which is further compounded by poor personal practices training and development. In such an environment, it is not surprising to find staff turnover is high, and training is considered by many staff to be useless. Around a quarter of Rhubarb company workers are being subjected to unfair dismissal procedures, a proportion that rises to 40% if the workers are employed on a casual basis. As a result, over half struggle with understaffing in their workplace. It anticipated that a divergence of attitudes towards unethical behaviour can be found between staff and management. However, although the views of staff, supervisors and management are not significantly different on the issue of constructive dismissals, only 13% of staff and management, compared with 34% of supervisors, were aware of this procedure’s existence in their workplace. Retention would appear to be a more productive strategy than constantly recruiting and training newcomers, it is possible that supervisors find it more effective to shed unwanted staff, than to try to develop them into suitable employees. If this is the explanation for such high turnover, then the real cause is not managers or supervisors’ active support, but Human Resources’ inadequate recruitment and training, which plunges much deeper into issues such as the perceived status of the hospitality industry, working conditions, and remuneration.
Mihai: What is the conclusion after you made some research?
Ramona: Rubbarb managers both passively and actively support unethical behaviour, by providing inadequate financial, physical, and human resources to meet profit targets by ethical means. It was expected that managers were aware of unacceptable behaviour but supported to achieve their short-term profit goals. 
The following hypotheses outline the causes and predictors tested in this research. 
1.Management is aware of unethical behaviour but does not take preventative action unless the organisation’s profits are likely to be compromised.
2.	Management actively supports causes unethical behaviour. 
 Other possible influences on unethical behaviour, such as department, position, employment type, business size and standard, were also tested. 
 Mihai:  How you will approach this situation?
Ramona: Exploratory research identifying ethical issues in the company is taken from900 employers, followed by a pilot study testing a range of questions designed to identify relationships between possible causes and predictors of unethical behaviour, and tolerance of unethical behaviour according to demographic characteristics. After some minor adjustments, questionnaires were distributed amongst the staff, supervisors, and managers in all the venues. The collection of data will not continue until 900 responses are reached, and in this respect, the continued cooperation and assistance offered by Managers form each department and Human Resources is important for the future in this business.
  To this date, 1673 questionnaires have returned 453 usable responses. And the remaining, 215 are still in circulation, some of them will be collected as usable data. 
  Although the questionnaire also tested responses to smoking, illegal alcohol service, theft, training, and sexual harassment, true this report research I examine the incidence of constructive dismissals and under-staffing, as well as employees’ tolerance of these, and their perception of the organisation’s tolerance. 
Mihai: Witch measures you will take to fix the problem?
Ramona: This situation can be approach in two different situations.
First: Constructive dismissals (sacking) 
When staff are put on unsuitable position, and harassed, or simply not put on a roster until they have no alternative but to give up their employment, they are the victim of a constructive dismissal, an illegal procedure that is endemic in commercial hospitality. I anticipated that this research would demonstrate managers’ support of constructive dismissals, instead, results showing their disapproval, to active support of supervisors.  
Respondents were asked how often supervisors had written unfair rosters or hassled staff to get rid of them in their workplace. Of the total respondents, 24.8% reported that this was a common way to rid their workplace of unwanted staff. 
The Human Resources department generally perceived constructive dismissals as not allowed, with 77.8% of respondents in this department believing they were not allowed, and a further 11.1% reporting that management was actively trying to stop it. The largest group reporting constructive dismissals, was full-time staff. A cross-tabulation of this group against position type showed that 45.1% of supervisors were employed on a full-time basis, the most likely explanation for this result. 
Second: Hospitality operations world-wide struggle with staff turn-over, and Rubbarb is no exception, with 53% of respondents reporting that insufficient staff was common in their workplace. From all respondents, 59.5% considered this was either standard practice, encouraged (perhaps to keep costs down), or allowed, with only 28.3% thinking management was actively trying to do something to stop it. Under-staffing was not confined to labour intensive departments such as food and beverages, appeared most critical in administration and finance, where 92.8% of staff reported it as common. 
[bookmark: _Hlk70259244]Mihai: What is the conclusion and how you will fix this situation?
Ramona: I will use qualitative data, written comments such as ‘ALL THER IS WRONG’ provided emphasis to other data supplied by respondents. However, some comments also offered insights into the strength of feeling of those subjected to unethical treatment. Some wrote about gossip-mongering and back-stabbing between supervisors and staff, and some outlined stories of unfair dismissals. Formal analysis of qualitative data expects to identify areas of concern to respondents, as well as levels of frustration and anger being experienced. Such a conclusion leaves supervisors using untrained and unsuitable staff who are given insufficient rewards to encourage them to stay, and a role model that discourages them from wanting promotion. 
This research expected to confirm that managers are aware of unethical behaviour occurring in their workplaces but do little to prevent it. I stablish more trainings for the staff, and I am looking forward to making a platform were all the staff can find all the training and information they need for their job. Hiring more people removing some pressure from the oldest staff.   
 However, this analysis suggests that it is the supervisors who are the fault, but who are also generally new to the industry, young, poorly paid, and unhappy people, and the poor ethical standards they are perpetuating. Further data analysis is required to determine staffs’, supervisors’, and managers’ tolerance of other unethical behaviour before the conclusions apart from this research can be confirmed. Future research is likely to resolve this relationship by establishing correlations between turnover, incidence of unethical behaviour, and tolerance of unethical behaviour.
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1.Introduction
Anecdotally, hospitality has a recognition for poor moral standards, and initial effects from this doctoral study suggest this kind of popularity is well founded. However, the predicted crimes of sexual harassment, robber, the provider of alcohol to minors, and terrible food hygiene, do no longer seem like the primary concerns as an alternative, group of workers complain of chronic unfair treatment through supervisors, and the struggle to offer carrier in surroundings of terrible training and essential under-staffing. This paper investigates the occurrence of positive dismissals and cruel remedy by using supervisors in the Sky Garden and the under-staffing.
The requirement to thrill customers (and therefore management) locations employees in a vulnerable and subservient role, that is similarly compounded with the aid of sexual harassment (Guerrier & Adib, 2000), low pay (Mars & Nicod, 1984; Beck, 1992) and terrible employee’s practices (Price 1984). In such surroundings, it is not unexpected to discover workforce turnover is high, and training is considered through many teams of workers to be insufficient.
maximum hospitality businesses pay terrible wages, and some perform in keeping with doubtful employment practices. initial studies suggests that constructive dismissals and advert hoc disciplinary methods are not unusual, thru the allocation and timing of responsibilities. An earlier survey of 900 employers of Sky garden diagnosed 637 unique employment associated issues, 213 have been disciplinary problems. (Grygier, S.2021) 
2.Indentifide and describe problems
To begin with hypothesised that hospitality managers each passively and actively guide unethical behaviour, by offering insufficient economic, physical, and human sources to satisfy earnings objectives by way of moral manner. It became predicted that managers have been aware of unacceptable behaviour, however supported it for you to acquire their brief term profit dreams. Even though a huge range of unethical answers is used to remedy daily troubles in hospitality (Poulston, 2000), the precise reasons and predictors of such behaviour were no longer acknowledged. the following hypotheses consequently define the reasons and predictors examined in this study. I.) Management is aware about unethical behaviour but does now not take preventative movement unless the employer’s profits are likely to be compromised. II.) Management actively helps and causes unethical behaviour and other feasible impacts on unethical behaviour, which includes department, function, employment type, inn length and inn popular, were also tested. 

3.Solutions 
Exploratory studies identifying moral troubles in the company is taken from all Sky Garden employers, followed by means of a pilot study checking out several questions designed to discover relationships between feasible causes and predictors of unethical behaviour, and tolerance of unethical behaviour consistent with demographic traits. The gathering of facts will no longer retain until all 900 responses are reached, and in this recognize, the continued cooperation and assistance provided by using Managers shape each branch and Human Resource is important for the destiny on this business. Although the questionnaire also examined responses to smoking, illegal alcohol service, robbery, schooling, and sexual harassment, genuine this record research I will study the occurrence of optimistic dismissals and beneath-staffing, in addition to personnel’ tolerance of these, and their notion of the organisation’s tolerance. As research is ongoing, this paper presents meantime and preliminary consequences handiest. Qualitative statistics from written remarks are expected to spotlight regions of subject, together with the optimistic dismissal processes used, and provide insights into the emotional responses of the victims of such approaches.
4. Analyses 
From my experience to resolve a problem, I need to first decide what is the main issue.it can take some time to offer a comfy solution to the situation taking in thoughtful is a massive organisation. however, the primary problem-solving method stays the same even supposing the problems diagnosed specific. In truth, the more complex the hassle is, the greater essential it is miles to be methodical inside the trouble-fixing approach. Occasionally, it is simple to focused on symptoms, now not causes. I exploit a rational technique to decide what the problem is. I’ve a set of question which helps me to method the trouble in a clean way and founding the right solution.
“What have I observed? “The staff often alternate, and who are right here already from a while are very strain. Employers are unsatisfied with the work environment, too much pressure on them from wen the business excelled.; “What was I doing on the time the problems occurred?” Taking care usually of the promoting the enterprise completely forgotten about the staff and them needs.;” Is this a problem or a symptom of a deeper, underlying trouble?” Human Resources inadequate recruitment and training, which plunges much deeper into issues such as the perceived status of the hospitality industry, working conditions, and remuneration.;” What facts do I need?” I need information from the workers .and I must make them to say the real true of the issue.;” Have we already tried to address this hassle before?” It was not necessary until we kept changing staff members, and easily toe standards of the company decrees.
5.Decision making 
 Around a quarter of Sky Garden employee are being subjected to unfair dismissal procedures, a percentage that rises to 40% if the employees are hired on an informal foundation. Probably as a result, over half of struggle with understaffing of their workplace. It was predicted that a divergence of attitudes towards unethical behaviour could be discovered between personnel and management. but, although the views of team of workers, supervisors and control are not notably different on the difficulty of optimistic dismissals, most effective 13% each of personnel and control, as compared with 34% of supervisors, had been privy to this manner’s life in their administrative centre. If this is the reason for such excessive turnover, then the real purpose is not managers’ passive assist, or supervisors’ energetic guide, however Human Resources’ inadequate recruitment and training, which plunges an awful lot deeper into troubles which include the perceived status of the hospitality enterprise, working conditions, and remuneration. one of these conclusion leaves supervisors because the proverbial meat inside the sandwich looking to deliver provider in opposition to all odds, the use of untrained and wrong group of workers who are given insufficient rewards to inspire them to live, and a role model that discourages them from trying advertising.
6. Implementing the solution.
This research expected to confirm that managers are aware of unethical behaviour occurring in their workplaces but do little to prevent it. I stablish more trainings for the staff, and I am looking forward to making a platform were all the staff can find all the training and information they need for their job. Hiring more people removing some pressure from the oldest staff. The incidence of constructive dismissals is notably better than control or staff believe it to be. Encouraging managers do believe the usage of optimistic dismissals, then they have neither pronounced this in their responses, not promulgated this view to personnel. One possible explanation is that the law and executive’s region supervisors in situations in which it is procedurally hard for them to push aside body of workers fairly, leaving them no alternative but to apply unfair way. However, as workforce turn-over is so high, and retention might seem like a extra effective approach than continuously recruiting and schooling newbies, it's miles feasible that supervisors find it extra powerful to shed undesirable body of workers, than to attempt to increase them into appropriate employees.
7.Conclusion 
Hospitality operations global-extensive conflict with personnel flip-over, and Sky Garden is not any exception, with 45% of respondents reporting that dealing with insufficient personnel become not unusual in their place of work. Of all respondents, 50% considered this turned into either general practice, recommended (possibly to preserve fees down), or allowed, with simplest 5% questioning management changed into actively trying to do something to stop it. Beneath-staffing changed into no longer restrained to labour extensive departments which includes food and liquids, and rooms, and regarded maximum important in administration and finance, in which 90% of group of workers reported it as not unusual. 
I have put in place more trainings for the and look forward to create a platform where any staff can find all the training and information they need for their job. Hiring more people removing some pressure from the oldest staff. Howe veer, this analysis suggests that it is the supervisors who are to blame, but who are also generally new to the industry, young, poorly paid, and unhappy, and the ethical standards they perpetuate. Further analysis of the data is needed for the tolerance of staff, supervisors, and managers of other unethical behaviour before any findings out of this research can be confirmed. Future research is likely to resolve this relationship establishing correlations between staff turnover, incidence of unethical behaviour and tolerance of ethical behaviour.
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