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1.0 Introduction 
No company can boast to have too many employees working because it is an expense that needs to be supervised and regulated. On the other hand, organisations cannot flourish or achieve their goals if they are not in possession of well trained and motivated employees. As a result, companies always need to react and take charge of their human resource demands and challenges if they are to be effective in production and service delivery. Without the availability of a well-trained and motivated workforce, organisations are bound to be impacted with certain performance issues ranging from low staff morale, low motivation and ultimately high employee turnover. This report is written in the context of Cameroon and seeks to look at the possible issues that let to negative outcomes as low employee morale, low motivation and high rate of employee turnover at Zappha Global Imports Ltd. 
The term personnel management which relates to the management of workers relationship has in the last decades witness a transition to what is today known as human resource management (Legge 1995).
Employees are the most vital and generally the most expensive of all a company’s resources, as such they need to be supported and nurtured for them to achieve their full potential both for themselves and for the organisation they work. That said, one would realise that companies cannot produce goods or offer services for a market if they are not able to recruit and retain workers who possess the right skill, knowledge and readiness to carry on with such activities.
According to  (Boxall & Purcell, 2015), HRM is not all about working with employees that have been recruited or attracting skilled workers to develop the overall performance of an organisation. But involves building a network of alliance between the employees that will bring their skills together to produce results upon which the organisation depends.  HRM therefore deals with all the activities in relation to the management of work and employees in companies  (Boxall & Purcell, 2011). In other words, HRM covers the management of work as well as managing the workers who do the work.
 (Armstrong, 2014)Human resource management as a strategic, integrated and coherent approach to the employment, development and well-being of the people working in organizations

1.1 The goals of HRM
The goals of HRM are to ensure that the organization has the talented, skilled and engaged people it needs to contribute to the development of a high-performance culture.
To support the organization in achieving its objectives by developing and implementing human resource (HR) strategies that are integrated with the business strategy.
To create a positive employment relationship between management and employees and a climate of mutual trust and encourage the application of an ethical approach to people management. 
Company do face issues including low staff morale, limited motivation and the fact that workers feel poorly rewarded since jobs are not well designed and shaped to fit a balance between the job and the job holder. That is, what is required of a job don’t match the workers abilities to effectively perform the job. Failure to incorporate or set and communicated clear expectations and standards required of a job can negatively impact performance. The following paragraphs outline some of the issues that impacted the performance of Zappha Global Imports Ltd company.
2.0 Problems with work and job designs
2.1 Job design
Work and job design are unique but closely related approaches used by companies to demonstrate what and how work will be done by employees in an organization. While work design looks at the ways in which things will be done in the work system of an organisation by teams and individuals, Job design is concern with setting out what employees in individual jobs or roles will do. The main aim here is to make sure that the organization’s work systems and structure functions productively, ensures workers are best used in their jobs and roles and make note of the workers needs at work.
Work design as defined by Armstrong (2014) is the formation of working systems and a working environment through which organisations can increase their productivity and effectiveness, make sure the organization is a great place in which to work taking into account the health, safety and well-being of the workers in the organisation. This involves the application skills, knowledge, methods and processes aimed at achieving a purpose and getting work done. 
During the process of designing a work it is needful to ensure that the system put in place will be efficient and flexible enough for the work requirements and see to it that there is smooth flow of processes or activities.
Work designs should be that which makes it possible for workers to gain fulfilment from their work by offering a scope for variety, challenge and autonomy and encourage cooperative effort through teamworking, ensure a good work environment in terms of working conditions, health and safety to minimize stress and keep employees fit.
Job design on the other hand specifies the contents of jobs in order to satisfy work requirements and meet the personal needs of the job holder, thus increasing levels of employee engagement (Armstrong 2014).  This shows that to improve performance and productivity, consideration must be made so that the job allows for the highest degree of intrinsic motivation and improve the working life for the employees by so doing fulfilling the social responsibility of the company. This is because effective performance and genuine job satisfaction is usually as a result of the intrinsic content of the job. For most employees, they are motivated when presented with the means to accomplish their goals. Jobs are also design so that employees can earn money. This is an extrinsic reward which enables employees to provide for their basic and higher-level needs (Armstrong 2014). Zappha Global Imports Ltd company had no job design in place and some workers often find themselves doing jobs they know nothing about.
2.2 Employee Ability and Availability
Failure to incorporate the various task elements in accordance with the employee abilities and capabilities can impact on a company’s performance. This is because integrating job elements outside the range of the employee ability will be causing mismatch between the job and the employee which can cause workers to perform repetitive jobs and or even feel poorly reward at other times. As a result, while determining job designs, employee ability and availability needs to be considered because employees excel effectively in jobs that present them opportunities to make use of their abilities and find such jobs as interesting and challenging.


[bookmark: _Hlk50156100]2.3 Lack of Variety and employee autonomy
For employees to be performing repetitive jobs or do a work over and over for long period of time can lead to boredom which in turn, can cause employee fatigue. Fatigue gives rise to mistakes and accidents which in turn limits employee motivation and hence impact on a company’s performance. But, by incorporating elements of variety in the job, boredom, fatigue and mistakes can be avoided and the job can be done in more effective and efficient manner.  Also, jobs that give autonomy to workers tend to increase workers sense of responsibility and self-esteem. On the other hand, lack of autonomy can lower employees’ interest in jobs which can lead to low and poor performance. 
2.4 Social and Cultural Expectations
Disregard for social expectations has led to dissatisfaction, low motivation, high turnover and low quality of working life and in turn impacts the company performance of Zappha Global Imports Ltd. Gone are days when employees were ready to do any job under any working conditions. But because of increase in the level of education, knowledge, awareness, employees’ expectations of jobs have also increased and jobs for them need to be designed accordingly. To create a balance, job design is now characterised by features like work hours, rest breaks, vacations and religious beliefs. 
2.5 Ineffective orientation and training 
Training is used describes a planned effort by an organisation to aid acquisition of job-related abilities, skills, knowledge and workers behaviours and apply them to their day to day activities. On the other hand, development is the acquisition of formal education, job experience, relationship and assessment of personality, skills, and abilities that enables workers to be ready for later jobs or positions  (Noe & Kodwani, 2018)
Workers are very instrumental to any organisation’s prosperity if offered the right training required to do their jobs following the requirements of the organisation. According to Armstrong (2014), Learning and development is seen as a process which ensures that a company has the knowledgeable, skilled and engaged workforce it needs. Though very vital for both managers and employers to help organisations achieve their objective, the management of Zappha Global Imports Ltd saw it as unnecessary cost and believes workers can always learn from those already on the job. The use of this system often creates problems for the organisation because it is more often inadequate leading to the following;
2.5.1 Unhappy Employees and High Turnover
The expectations of workers are to perform well in their jobs. Through this, employees get to feel a sense of pride for doing a good job and probably move to hire position. But the lack training and or learning at Zappha Global Imports Ltd led to low morale among workers because some workers seemed not to fully understand how to do their jobs making it impossible for them to achieve their goals resulting in employee turnover. Thus, the organisation has become unattractive to prospective job seekers.
2.5.2 Customer dissatisfaction  
Because most of the older workers are giving the task to train other employees, and with the limited time they must finish their own work, they either rush through the training or ask the new workers to ask questions where necessary. As a result of this, the unskilled workers would spend a reasonable amount of time soliciting for help or they do the work to they understand. This leads to customers dissatisfaction as a result of errors and repetition of the work as well as distraction on the part of the experience workers who spend time in monitoring the less experience workers. Adding to that, the workers don’t have the appropriate knowledge and skills offer better customer service and the unsatisfied customers have moved to other competitors. The outcome is fall in sales and profits.  
2.5.3 Ineffective Staff Management
Zappha Global Imports Ltd is managed by family members who do not have adequate management training on how to manage employees, settle disputes among workers, motivate staff and are slow to adjust to changes within the organisation. This lowers the morals of the workers who feel unappreciated in their jobs and seem not to border about their job and how it affects the company and very often quit. 
All these issues compounded because there was no Human Resource Manager in place to evaluate and advice the management of Zappha Global Imports Ltd. 


3.0 How the HR function can contribute to alleviate these issues 
The HR personals who oversees and manages an organisation’s human resources (human capital) to achieve the expected business objectives have numerous and varied functions some of which includes resourcing, managing employee relations, and also designing  policies for organisations aimed at uplifting productivity of workers and protecting the organisation from any issues that may arise within the workforce. 
To help alleviate the issues affecting the Zappha Global Imports Ltd which includes among others low staff morale, limited motivation, the most vital and crucial task of HR is to ensure that there is a practical organisational design which offers flexibility to both the employees and the company. The next thing is to engage, motivate and reward the employees to increase their morals and hence improve their level of performance. Lastly, sourcing for workers with the right skills and abilities which are vital for the success of the company. Implement these strategies will help the company to assist, retain and motivate its employees in a constantly changing environment.
One question held by all those engaged with people management is how to get the best out of employees. Proactively resolving common problems of engagement within the workplace will discourage them from being problems for the entire business. Hence, to get the best from employees, an organisation needs to ensure its employees are fully engaged with the goals of the business.
3.1 Employee engagement 
Employee engagement is a sustainable resource which fosters organisational success and competitive advantage (Saks, 2006)
According to CIPD (2019) workers who have good valued job roles and are well managed will not only be happier, healthier and more satisfied but will also be more likely to drive productivity, better products or services and innovation. This mutual insight into motivation and people management is the core of employee engagement. The concept of employee engagement centres on collective benefits in working relationships, pursuing workers benefit in terms of well-being, job satisfaction and the benefit of the company for which they work (performance and commitment).
As defined by Armstrong (2014) employee engagement as the harnessing of members of a company to their job roles. When workers are engaged and committed to their work, they offer crucial competitive advantage to the organisation, including higher productivity and lower staff turnover.
Employee engagement is synonymous with the notion of discretionary action or commitment which refers to decisions frequently made by individuals at work in the manner they do their work and how much commitment, consideration, ingenuity and positive actions they demonstrate. When employees go the extra mile to reach high performance standards it can be encouraging. It can be unfavourable if they exercise their discretion to let go of their work. As such, productive discretionary actions can occur when people participate in their job (Armstrong, 2012)
3.1.1 Drivers of employee engagement 
Employee engagement is driven by engaging management teams who offer clarity, appreciation of the efforts and contribution of workers, who treat their people as individuals and who make sure that work will be performed efficiently and effectively so that workers feel valued and equipped and encouraged to carry out their work.
Workers who believe they can communicate their views and be listened to, both in the way they do their work and in decision-making in their own department, with a collective sharing of issues and challenges and a willingness to finding common solutions.
Therefore, the working atmosphere of engagement is one that not only expects more but also encourage the exchange of knowledge, offers learning and development possibilities and encourages a balance in the lives of the staff since workers are completely empowered to do work in a way that makes good use of their skills, suits their beliefs and allows them the freedom to exercise their choice (Armstrong, 2012). 
The effect of employee engagement will be expressed in positive attitudes such as work satisfaction, organisational involvement and organisational identity, low labour turnover and absence, employee morale, fairness and productive exchange. Engaged workers perform more, are more creative than others, are also more likely to want to stay with their companies. On the other hand, the company must play its part to engage the workers.
Therefore, as referred to by Armstrong (2007) an engaged employee is a person who understands the business background and works closely with colleagues to enhance work performance for the good of the company.
 Where employees are engaged, they feel proud, are motivated and committed to the company and are willing to continue working there and they are more likely to participate in discretionary actions to assist in the success of the company.
3.2 Employee motivation  
High performance is achieved when employees well-motivated and are willing to put in maximum effort, that is, work more independently than expected. This can be seen in the level of energy, dedication, determination and ingenuity that employees of an organisation bring to their work.
3.2.1 Why employee motivation is a necessity 
Irrespective of the size of any business is, morale of workers is often one of the priorities of the employer. This is so because when employees are engaged and motivated;
Workers are much more involved and more self-confident in what they are doing. As a result, they know how to respond in challenging situations and will work harder to overcome issues and obstacles as well. 
They talk of new concepts that could help improve company efficiency when workers are inspired and engaged. They also proactively look for new ways to overcome obstacles and attain targets while reviewing their own jobs.
The organisation with motivated workers is more successful than others. This is because motivated workers want to understand how their efforts lead to the overall performance of the company. In this light, an understanding of the mission, vision and goals of the organisation will lead to engagement and greater productivity.
Motivated workers have an outstanding understanding of their own goals and how to accomplish them. they often think about achieving team and organisational goals in addition to achieving their own goals and objectives. This helps to raise their morale and thus improves efficiency and performance.
Employees with higher levels of motivation are more open to new ideas and are much more willing to function in an agile way, are personally linked to their business and more likely to become brand ambassadors. This can help raise awareness, increase sales and draw talent to the company.
As described by Armstrong (2014), People are motivated when they expect a course of action to lead to the achievement of a goal and a desired reward (one that will fulfil their needs and wants).
To make employees believe their roles are important and their efforts are worthwhile for the organisation, management needs to convey the intent of the business to employees. This communication should take the form of words, and actions. The organisation should also set high expectations for workers, but also be respectful of their efforts when targets cannot be accomplished. It can also be beneficial to give workers as much autonomy and flexibility as possible in the way they do their work. This can encourage creativity if errors are corrected but not punished. Finally, the organisation be able to combine the vision of the worker with that of the company as this will inspire the workers to contribute to the objectives of the company.
Motivated workers are an asset to a company and are directly proportional to the performance of an organisation. Motivation is intangible, hard to quantify and incredibly difficult to monitor, but easy to promote when done correctly. Motivated employees don’t need to be told how to get things done, they take initiatives, are eager to take up additional responsibilities, are innovative and go-getters.
One way of motivating employees is by offering them rewords. Showing the employees that you appreciate them is a good business practise because it goes a long way to make them know how much you value their hard work. Rewards for a job well done can come in different forms. It may be money added to the wages of your workers, a paid day off, or even a possibility to learn and develop new skills. Having an efficient system that compensates for the performance of the employees will contribute to; 
Increased morale of workers: Employees are likely to be engaged, motivated and productive when rewarded and will be determined to work even harder. 
Loyalty: Instilling loyalty in your workers can be challenging but offering incentives and other rewards to compensate their achievements not only boosts morale, but also improve employee participation.
Job satisfaction: Workers are more fulfilled with their work when they realise it is contributing to the organisation's success. Knowing their contributions is making an impact in big projects gives employees a feeling of satisfaction.
Increased retention rates: Investing in a benefits package for the employees also helps staff turnover to be minimal. A high employee turnover may contribute to low morale, which in turn can lead them to pursue alternative jobs.
Employees may see compensation as an exchange return between their employer and themselves, as an entitlement to be a company employee, or as a reward for a job well done (Milcovich et, al. 2001).
Reward is the general term for both financial and non-financial benefits or overall remuneration owed to an employee in exchange for work or service provided at work and according to CIPD (2020), pay and benefits are critical for attracting, retaining and hiring workers. Organizations have several choices available to compensate their workers and appreciate their commitment, each with their own benefits and risks. As such, the most successful incentive packages are matched with company needs, workers want, and reflect the intent and success of the organisation.
The term reward includes all financial arrangements given to workers, including cash compensation, and the broader benefits such as pensions, paid leave, and other non-pay benefits such as job recognition, learning and development opportunities and increased job responsibilities (CIPD 2020). Therefore, one can see that the implementation and management of a reward system will be highly beneficial in improving employee moral and motivation and thus organisation performance.
3.3 Reward management
As defined by Armstrong (2010) Reward Management applies to the techniques, policies and processes needed to ensure appreciation and compensation for the importance of people and the contribution they make to achieving organisational, departmental and team objectives. That is, the act of developing, implementing and managing incentive programmes which are aimed at meeting the needs of both the company and its stakeholders and working equally, equitably and consistently.

3.3.1 Aims of reward management
 In the words of Ghoshal and Bartlett (1995) as sired by Armstrong (2010), the overall aim of reward management should be to ‘add value to people’. It is not just about attaching value to them. In this light, reward management aims at;
Rewarding staff for the value they generate for ensuring that they are valued and rewarded according to the extent to which they meet or exceed organisational expectations.
Support business target accomplishment by helping ensure the company has the talented and committed workforce it requires.
Promoting high performance through recognition and encouragement by the reward system.
Defining the right behaviours and outcomes with the use of performance Management by clearly stating expectations and merit pay schemes.
To ensure the employees are engaged and motivated, the organisation needs to setup a reward system.
Although companies need to get more out of their workers, the workers are also expecting more out of them. Employee incentive and appreciation schemes are one way through which workers can be encouraged to improve work practises and key activities to support an organisation. This can be achieved by setting up a reward strategy or system.
The following steps will need to be considered in designing and implementing a reward system.
Identify the goals of organisation or group that the reward program seeks to support
Identify the required employee performance or behaviours that will reinforce the organisation's goals and objectives.
Determine key measurements of the performance or behaviour with regards to the past achievement of employee or group.
Decide appropriate rewards.
Communicate the program to employees.
To successfully implement a reward programme, the details of the programme need to be clearly spelt out because how the employees will be motivated is dependent on their ability to understanding what is needed from them. This should be followed up with regular meetings to continuously communicate and reinforce the program if when changes arise. There are various types of incentive programmes that businesses can introduce to get a positive outcome. The basic ones are monetary and non-monetary rewards.
3.3.2 Monetary rewards 
Monetary rewards are financial benefits tied to the performance of workers and offered to workers who achieve their targets. This could include cash prizes, bonuses, commissions, merit pay. This can be use as both individual and team-based reward system. Both individual and team-based incentives have a significant effect on results, but team-based incentives may have more of an impact on the performance of workers. Hence, the successful implementation of a reward programme should be focused on all two forms of compensation systems while concentrating on team-based incentives since they have a likelihood to produce the greatest effect. A competitive reward system can be used in individual scenarios to reward employees with the highest performance. On the other hand, a non-competitive reward system can be use to motivate group performance whereby every member of the team gets a reward for the achievement of targets.
3.3.3 Non-monetary rewards 
Non-monetary incentives are geared towards developing an intimate bond with workers. That is, it helps to increase employee engagement, productivity and work performance if the right non-monetary incentives system is used. There are numerous non-monetary rewards that can be offered to employees some of which include flexible working conditions, job satisfaction, learning and development opportunities, a positive working environment. The vital part here is to get feedback from and suggestions from your workers before deciding on the type of reward systems to put in place. 
In situations where a reward system can’t seem to motivate or raise employee’s moral, the organisation can use a resourcing strategy to through which the determine and employ the right workers for the company.
4.0 Employee resourcing
Resourcing or people resourcing as oftentimes referred is used to describe actions linked with employment taking by companies to make sure they are in possession of the people it needs and to deal with issues as employee turnover (Armstrong 2014). Resourcing takes in account activities such as workforce planning, recruitment and selection, attracting, managing and retaining employee, and relates to employees learning and development programmes to make the company have the required skills and talents in its workers.
4.1 Workforce planning 
Workforce planning in its most ordinary form ensures that an organisation has the right people in place at the right time, with the relevant skills sets. The CIPD (2020) describe it as a process of analysing the current workforce, determining future workforce needs. That is, getting the right number of staff with the right skills, working in the right place at the right time, at the right cost to facilitate an organisation to achieve its short and long-term goals.
workforce planning can help to facilitate continues organisation performance by laying the groundwork for better decision-making for the organisation in terms of future staff needs.
Being a fundamental part of business planning, workforce planning helps an organisation to forecast changes in the business operations, point out the key competencies required by the business to achieve its goals and what is required in terms of skill and behaviour. This is interpreted in terms of people requirements, how people could be developed and how to effectively tackle problems concerning the supply of suitable employees (Armstrong 2014).
The process of workforce planning can be of diverse structure and it is vital in transforming the business strategy into a set of activities to guarantee personnel competent enough to deliver the goals and objectives of the company and this can be achieved by a proper analysis of the organisation and the available human resources through the following steps .
4.2 Understand the organisation and the operating environment
The first step of workforce planning is to get an understanding of what the present structure of the company looks like and what it possibly will look like in the future, the available prospects that can be use to improve productivity not leaving out adjustments to the structure and processes of the company.
4.3 Analysing the workforce
Workforce planning begins with the actual workers in place. It addresses the issue of what people and skills an organisation currently has. When gauging the current employee structure, there are two places to explore. Both are employee efficiency and labour force size. Work force efficiency is about current success and prospects for the future
Analysing workforce quality lays the foundations for effective talent management. Talent management revolves around capitalising on the workers' full potential.
The quality of the workforce is assessed in the first step of evaluating the existing workforce, and workers are evaluated on their current performance and future capability
Next step is to evaluate the working population and identify accurately how many employees are available in the various departments
This means knowing how many and what kinds of staff a company have and training needed for the future. This stage is much more than simply counting the number of current workers in the company but involves the collection and analysis of data relating to skills, talent profile, knowledge, abilities, workers views on jobs, workers intentions and satisfaction, employee demographics and geographical locations from the available workforce. It is from this data that the information required by the company to develop its capabilities will obtain and the future workforce needs determined.  
 4.4 Identify gaps in the workforce
Identifying skill and knowledge gaps is to ensure future business plans are delivered. High-performing and high-potential denotes individuals who are currently performing very well or are expected to perform very well in the (near) future. High-potential people in this context need coaching and training, managers with high potential need development in management.
High-performing but low-potential workers should not get raises or promotions, as they cannot develop much more. Poor performers with poor potential shouldn't get promotions or raises. These would be the employees with whom the company will part, because they are likely to be more satisfied with another job.
Where recruitment, retention or both present a resource challenge, there will be a need for greater emphasis to build needed skills through staff development or outsourcing.
Develop an action plan that allows for functional, numerical and adaptational flexibility: 
When employees quick-moving, they can easily adjust to changes that will make a significant contribution to a company that is ready for change can proactively restructure due to progress
4.5 Monitor and evaluate action plans and solutions
At this stage, several actions should be put in place and decided upon with appropriate managers help and information, and frequent performance updates. It is necessary to design and integrate consistent assessment processes at all stages of the process and monitor the results of solutions and the impact on the gaps that they were aimed at addressing, and work to improve solutions to better their performance. 
5 Conclusion
To conclude, Zappha Global Imports Ltd face a lot of issues which let to low moral of employees, low motivation, dissatisfaction and subsequently employee turnover due to the fact that the management of the company was not well trained to handle issues that was impacting the employees at the working environment. But given the set systems such as employee engagement programmes and reward systems can help motivate employees and hence the performance of the company. 
6 Recommendation 
As a recommendation, Zappha Global Imports Ltd should adopt the above mention strategies which include employee engagement, employee motivation and put in place a reward system to help boost the moral of employees. Also, Zappha Global Imports Ltd should assess its employees using the resourcing strategy which will enable the company to cater for its future employee needs. 
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8 Appendix 
Company profile
Company name: Zappha Global Imports Ltd
Location: Cameroon 
Products: Imports and sales of household equipment, office accessories, furniture and electronics.
Number of employees: 300 (208 males and 92 females)
Age profile of employees: 23-35 years
Number of mangers: 1
Number of line managers: 4 (works interchangeably with 200 employees divided into 4 groups)
Number of part time workers: 8
Zappha Global Imports Ltd is an import company (departmental store) is subdivided into 4 departments (household equipment, office accessories, furniture and electronics) with each department consisting of 73 employees and one-line manager. All the departments are under the control of a single general manager.
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