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[bookmark: _Toc86395448]Introduction.
Human Resource Management (HRM) function is to capitalize on the employee performance, in line with the company guidelines, regulations and objectives. Aim of HRM is to ensure that the chosen company’s objectives are met thorough performance of its framework. Appropriate concept such as Kirkpatrick’s model of learning evaluation and selection, recruitment process and training and developing has been utilised to find solutions to the challenges faced by the chosen company. Furthermore, focusing on the positive and negative impacts of these models. According to Hayes (2021), HRM is the strategic process to the efficient and effective management, safeguarding the employee’s welfare and satisfaction as well as the company’s wellbeing, so that they maintain the exceptional reputation and gain a competitive advantage over their competitors.  Finally, a strategic conclusion and recommendations to the challenges faced and a way forward by applying numerus methods and procedures that can be implemented by the chosen company in order to enhance their employees, this will also assist in solving the HRM’s challenges and boost business revenue. 



















[bookmark: _Toc86395449]Literature Review
Scrutinising some of the key literatures available on the main approaches towards assessing the HRM functions within BLGOR, engage in the challenges faced by BLGOR.  According to Hayes (2021), HRM is the strategic process to the efficient and effective management, safeguarding the employee’s welfare and satisfaction as well as the company’s wellbeing, so that they maintain the exceptional reputation of the business and gain a competitive advantage over their competitors. Selection is the process of finding the right employee for the right job. selection is the method of finding the correct employee for the correct job. It is a technique of identifying organisational necessities with the skills and qualifications of applicants (Bratton and Gold 2007).  

According to According to Cajander and Reiman (2019), recruitment is the process in figuring out the type of applicant that are required, does the applicant have the necessary skills and ability to perform in the job. Once the skills and capabilities that are required for the job is assured then the applicant is recruited. Performance appraisals benefits are learning about areas of your business that could be enhanced, recognising areas for further training, enhancing your self-confidence and improving team working (Swanepoel. et. al. 2014).

According to Bititci. et. al. (2012), Performance Measuring assists in recognising under-performing employee’s, improves communication amongst employees, guides a clear chain of command and creates the opportunity to identify top performers. Employee motivation is crucial to an organisation's success, as this assists organization to achieve its success by improving employee’s performance and productivity (Shahzadi 2014).
	
[bookmark: _Toc86395450]Overview of BLGOR. 
BLGOR was established in 1990. The first branch was launched in Stafford, trading as an Indian restaurant, their business structure is a basic flat structure business, everyone reporting to one individual (manager), at present they have seven branches, each branch employees about ten to twelve employees.

Responsibilities of HRM in BLGOR is performed by the manager of each branch, their tasks comprise of managing employee schedules and shifts, advertising job vacancies, providing appropriate job descriptions, selecting and recruiting, conducting initial interviews, compensation and benefits and handling new employee’s paperwork’s.
[image: ]
                                            Figure 1:  Image of BLGOR first branch website          
                                                          (Source: crystal apps websites)



[bookmark: _Toc86395451]Training and developing employees is a challenges faced by HRM at BLGOR.
Training and developing programs (TDP) are significant for employees in every business. According to Aquinas and Krieger (2009), most employees have a couple of weaknesses in their workplace competencies. TDP supports in strengthen the ones capabilities that each employee requires to develop. Kirkpatrick’s Model of evaluation has been utilised to assess how HRM is functioning within BLGOR.

[bookmark: _Toc86395452]Kirkpatrick’s Model of evaluation is applied in BLGOR. 
Kirkpatrick’s Model of evaluation is a model which is applied to enhance the employees of BLGOR, it helps to understand from various diverse angles. According to Cahapay (2021), the model objective is to aid companies to analyse the TDP from various perceptions to indorse enhancements for the future. The model comprises of 4 diverse stages.
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                                 Figure 2:  Kirkpatrick’s model of learning evaluation 
                                                  (source: the training associates)



Analysing all the literature, it is clear that, presently BLGOR has limited TDP only for the kitchen employees, TDP ought to be for all employees. It is vital that the HRM at BLGOR monitors the reaction on how the employees is reacting to the training that they obtained. Once the training is accomplished, conducting an employee satisfaction survey is the best way to measure the training and this approach is applied by BLGOR. According to Dorri. et. al. (2016), analyzations of the reaction of the is beneficial for the company and also employees. The company can clearly identify if they achieved their objective or not, if required offer specific trainings to employees from the feedbacks. According to Rafiq (2015), if reaction is not scrutinised appropriately then the consequences can be distressing, as the trainee might have not been the suitable TDP or the trainee was unable to adjust to that TDP whatever the complication is this will have a negative impact on the company and its objectives.    

Learning is a significant part of training, at BLGOR every employee should have the opportunity of learning from training, one of the common method applied by BLGOR is to measure the worker’s performance in the specific field both before and after the training. According to Chang and Chen (2014), benefit of evaluating learning in TDP, can assist in identifying areas for development, improving employee’s preservation, training also develops skills, attitudes and knowledge, as well as boosting their confidence and commitments.  According to Kirkpatrick and DeWitt (2015), evaluating learning after training involves effort, time and money and a lot of companies doesn’t want to proceed through this effort as they deem it as a waste of time.  BLGOR believes that training developed employees’ skills, knowledge and attitudes, boosting their commitment and confidence.

BLGOR’s employees are assessed after training to analyse the Behaviour, are they applying the knowledge and skills that they achieved by training in their workplace and the influence of new knowledge and skills on their performance. According to Dorri. et. al. (2016), learners must be monitored frequently, which again costs money and is time consuming and it doesn’t stop there, there is the requirement for an in-depth analysis conducting into the reasons for the failure. According to Lancaster. et. al. (2013), benefits of evaluating the behaviours after training are to assess if employee’s communication skills, social skills, team working skills have improved, at the same time company’s revenue will increase. BLGOR understands the importance of analysing the behaviour after training, as this will assist achieving a dedicated and hardworking workforce.  

Results is the ultimate goals of training, depending on the outcome, the result can be negative or positive of the training program (TP), this is conducted by monitoring the behaviour of the trainee after undergoing the TP, has the employee changed, did the TP improve the employee performance etc. According to Arthur. et. al. (2003) after accomplishing a TP, organizations comprehend if they have been successful in achieving their set goal, as TP enhance their confidence which can also improve their overall performance.  Analysing the literature available on BLGOR, it is accessed that their viewpoint is every employee’s characters are different and TP ought to be tailor made.










	

[bookmark: _Toc86395453]Selection and Recruitment is a challenge that is faced by HRM at BLGOR.
Selection and Recruitment is a vital process in HRM, it tactical to capitalize on employee strength in order to meet the employer's tactical objectives and goals. It is a method of shortlisting and selecting the right applicants for the necessary vacant job.

[image: What is the Difference Between Recruitment and Selection? • SpriggHR]
                                          Figure 3:  Difference between recruitment and selection 
                                                                 (source: SpriggHR)


Selection process method applied at BLGOR is focused on searching for the best applicants for the job. Many applicants may apply for the vacancy at BLGOR, HRM at BLGOR analysis’s all the CV’s and selects four to five applicants, they are finalised for a one two one interview. Finally, the appropriate applicant is recruited. According to Bratton and Gold (2007), selection is the method of finding the correct employee for the correct job. It is a technique of identifying organisational necessities with the skills and qualifications of applicants. According to San Cristóbal. et. al. (2018), in the selection process if incorrect candidates are selected, then the job will be affected and costs incurred for substituting that candidate will be much high, also this will impact the company’s performance in a negative way.

Recruitment Process (RP) method applied by HRM at BLGOR ensures that job analysis is performed to figure out the type of applicant that are required, does the applicant have the necessary ability and skills to perform in the workplace. Once the skills and capabilities that are required is vibrant, the HRM start penetrating for appropriate applicants with such specialisms. According to Cajander and Reiman (2019), efficient RP helps in achieving faster growth levels, higher-quality product and provides a competitive advantage that directly impacts on your business performance.  According to Muscalu (2015), sometimes RP is too complicated, and isn’t attentive on the right priorities when it comes to finding the right employees. Some recruiters are so concentrated on weeding out applicants who are not a perfect match or don't fit all the categories on the perfect employee’s checklist that they alienate possibly great candidates.

Internal recruiting is when the business focuses at the existing employees to find an appropriate candidate for a vacant role within the business. After that, through internal accessing the business is able to shortlist existing employees and interviews them, as they are recruiting applicants already employed with the business. According to Bjurgert and Karlsson (2010), advantage of internal recruitment is in its efﬁcient, advertising can be done internally by putting posters in the canteens or by emails. Furthermore, the processes of interviewing candidates can be done to a quicker schedule. Disadvantages of internal recruiting are sometimes it generates conflict between employees and creates a gap in the existing workforce.  BLGOR internal recruiting rarely takes place as the layout of the business is simple structured, waiters perform similar tasks of satisfying the customers and the manager performs the role of HRM, the kitchen staffs all get payed similarly so it doesn’t affect the employees what tasks they are performing. 

[bookmark: _Toc86395454]Demotivated employee’s poor performance is a challenge faced HRM at BLGOR.
performance management (PM) is viewed as a method by means of which the overall performance of a company can progress via improving the general performance of employees within the chosen company. 

[image: What is Performance Management? A Full Guide - AIHR]
	       Figure 4: What is Performance Management
                                                         Source: AIHR academy.
Performance Appraisal (PA) is a method by which the job performance of an employee is recognised and evaluated. PA procedure can be exceptionally positive for BLGOR and its employees. Planning and executing appropriately, it offers a vital prospect to provide employees with constructive feedback. This can support them in having a successful career paths, in their employment, both for short-term and long-term of their career. According to Swanepoel. et. al. (2014), benefits of PA are learning about areas of your business that could be enhanced, recognising areas for further training, enhancing your self-confidence and improving team working. The disadvantages of PA are, it can time consuming and costly and it can be time wasting if it’s not done correctly. PA are essential for HRM in companies like BLGOR as this will assist HRM to understand the employee’s requirements within their job roles and be on level par and aid them to achieve the company’s objectives.

Performance Measurement (PM) is regularly when measuring the outcomes and results of the employee’s performance, which produces reliable data on the efficiency and effectiveness of the program. HRM at BLGOR apply various diverse methods to measure the performance of their employees such as applying 360-degree feedback, assessing the behaviour of the employees after the task, using a checklist and comparing present and previous activities results. According to Bititci. et. al. (2012), PM assists in recognising under-performing employee’s, improve communication amongst employees, guides a clear chain of command and creates the opportunity to identify top performers. Disadvantages of PM approaches are, it isn’t easy to comprehend, as metrics will have to be distinct processes and terms. People who do not understand the concept will avoid it, which can lead to miscommunication and breakdowns, it doesn’t take into consideration the asset creation and growth of a company. HRM in BLGOR requires focusing on PM as employees will be aware of their performance and try to improve on it.








[bookmark: _Toc86395455]Conclusion.	
Know, it can be safely concluded that, it is essential to recognise the importance of HRM’s functions within the organization, in order to be able to critically evaluate the challenges that are faced by the organization. It has also been identified that the chosen company’s HRM (the manager) is incapable of handling the position they are appointed at. It is vital for the board of directors to appoint an individual with knowledge and experience to be able to perform their role in that sector. It has also been recognised that by scrutinising techniques the challenges are more noticeable and is able to be solved effortlessly. Similarly, also focuses on possible ways forward for the company (best Practice), it has also been acknowledged that by implementing these identified recommendations for the challenges, employees will benefit and view improvements, this will allow the company to attain the trust and commitment of their employees and gain customers satisfactions.  Now after this accomplishment, a much wider picture of HRM functioning processes have been acknowledged. 






















[bookmark: _Toc86395456]Recommendations to the challenges.
Challenges faced in BLGOR’s have been identified, these challenges require addressing by the HRM in order for the business to succeed. According to Ployhart (2006), identifying and solving HRM challenges is effort, money and time well spent. Some of the solutions to overcome these challenges. 

motivation is vital for employees at BLGOR as the employees are directly communicating with the clients, when clients are socialising with friends, work colleagues, relatives, family members or business associates etc. According to Shahzadi (2014), employee motivation is crucial to an organisation's success, this will assist the organization to achieve its success by improving employee’s performance and productivity. According to Ganta (2014), if employees are demotivated, this can have a devastating impact on the business, less productivity, less output and eventually the business will dissolve. To motivate employees, HRM must apply changes to the existing business strategy, by introducing bonus schemes, offer incentives, payed holiday, life insurance policies, appraisal systems, creating a friendly working environment, acknowledging employee’s dedication, recognise and reward employees' hard work and achievement etc. this will create a platform for new applicants and motivate the existing workforce and also solve the challenges of demotivated employees for HRM.


Coaching is an ideal technique that BLGOR’s HRM can utilise to enhance their employee’s performance. According to Jarvis. et. al. (2013), there are many benefit of coaching such as enhancing leadership skills, communication skills, interacting skills, team working skills and listening skills. ome of the common complications of coaching are failing to agree on a clear outcome for the coaching session, failing to get a clear direction for the coaching conversation and coaching is a one to one interacting process it’s difficult for companies to offer this service to all its employees. Coaching assists in identifying the viewpoints of the employee, in order to build their trust and commitment. Coaching will be a unique technique for HRM and the employees of BLGOR, as this will assist in solving the challenge of dealing with mentally and physically stressed employees when they are dealing customers and improve the overall performance of their employees.

Mentoring is an effective method that can be utilised by HMR at BLGOR as mentoring will develop employee’s understanding, knowledge and the experience on how to be successful in their place of work.  According to Duncan and Stock (2010), mentoring supports in developing employee’s skill level, increases problematical analysis and strategic thinking, develops job satisfaction Improve their personal and professional development and increases self-confidence. When mentoring is skilfully exploited, it aids employees to attain new skills more rapidly, restores confidence and pride of the worker in their place of work.  A disadvantage is mismatched pairing that if the mentee-mentor relationship is involuntary, such as when a manager allocates a knowledgeable co-worker to teacher a new employee, it may be likely that the mentor and mentee might not hit it off. The HRM require implementing mentoring into BLGOR business structure in order to boost employee’s confidence and motivate them.



























[bookmark: _Toc31591971][bookmark: _Toc32152673][bookmark: _Toc32479895][bookmark: _Toc32660023][bookmark: _Toc32710258][bookmark: _Toc32740024][bookmark: _Toc32795388][bookmark: _Toc32837655][bookmark: _Toc33870504][bookmark: _Toc34214647][bookmark: _Toc34436911][bookmark: _Toc34559684][bookmark: _Toc51155148][bookmark: _Toc34644631][bookmark: _Toc34734263][bookmark: _Toc54570995][bookmark: _Toc86395457]Reference.
1. Arthur Jr, W., Bennett Jr, W., Edens, P.S. and Bell, S.T., 2003. Effectiveness of training in organizations: A meta-analysis of design and evaluation features. Journal of Applied psychology, 88(2), p.234. 
2. Aquinas, H. and Krieger, K. (2009). Benefits of training and development for individuals and teams, organizations, and society. Annual review of psychology, 60, pp.451-474.
3. Bititci, U., Garengo, P., Dörfler, V. and Nudurupati, S., 2012. Performance measurement: challenges for tomorrow. International journal of management reviews, 14(3), pp.305-327.
4. Bjurgert, J. and Karlsson, J., 2010. Internal recruitment in the hotel industry-A case study of how internal recruiting affect employees' motivation. 
5. Bratton, J., 2007. Strategic human resource management. Human Resource Management içinde, Der: John Bratton,-Gold, Jeffrey, London: Palgrave Macmillan, London, pp.37-71.
6. Cahapay, M.B., 2021. Kirkpatrick model: Its limitations as used in higher education evaluation. International Journal of Assessment Tools in Education, 8(1), pp.135-144.
7. Cajander, N. and Reiman, A., 2019. High performance work practices and well-being at restaurant work. European Journal of Tourism Hospitality and Recreation, 9(1), pp.38-48.
8. Chang, N. and Chen, L., 2014. Evaluating the learning effectiveness of an online information literacy class based on the Kirkpatrick framework. Libri, 64(3), pp.211-223.
9. Chrystal app websites, 2021. Image of BGOR’s Stafford branch (online) Available at: https://bengalloungestaffordonline.com/index.php. Accessed on 20-3-2021.
10. Dorri, S., Akbari, M. and Sedeh, M.D., 2016. Kirkpatrick evaluation model for in-service training on cardiopulmonary resuscitation. Iranian journal of nursing and midwifery research, 21(5), p.493. 
11. Duncan, H.E. and Stock, M.J., 2010. Mentoring and coaching rural school leaders: What do they need? Mentoring & tutoring: partnership in learning, 18(3), pp.293-311.Ganta, V.C., 2014. Motivation in the workplace to improve the employee performance. International Journal of Engineering Technology, Management and Applied Sciences, 2(6), pp.221-230. Furnham, A., 2002. Personality at work: individual differences in the workplace. Routledge.
12. Hayes, D.K., 2021. Human-Resource Management in the Hospitality Industry.
13. Jarvis, C., Gulati, A., McCririck, V. and Simpson, P. 2013. Leadership matters: Tensions in evaluating leadership development. Advances in Developing Human Resources, 15 (1). pp. 27-45.
14. Kirkpatrick, J.M. and DeWitt, D.A., 2015. Strategies for evaluating learning outcomes. Teaching in Nursing-E-Book: A Guide for Faculty, p.398. 
15. Lancaster, S., Di Milia, L. and Cameron, R., 2013. Supervisor behaviours that facilitate training transfer. Journal of Workplace Learning.
16. Mahmoudi, S., Ghasemi, F., Mohammadfam, I. and Soleimani, E., 2014. Framework for continuous assessment and improvement of occupational health and safety issues in construction companies. Safety and health at work, 5(3), pp.125-130.
17. Muscalu, E., 2015. Sources of human resources recruitment organization. Land Forces Academy Review, 20(3), p.351. 
18. Osborn, C. (2018) The training associates (online) Available at:https://thetrainingassociates.com/blog/evaluating-training-effectiveness-kirkpatricks-model/. Accessed on 15-10-21. 
19. Ployhart, R.E., 2006. Staffing in the 21st century: New challenges and strategic opportunities. Journal of management, 32(6), pp.868-897.
20. Rafiq, M., 2015. Training evaluation in an organization using Kirkpatrick model: A case study of PIA. Journal of Entrepreneurship & Organization Management, 4(03), pp.152-162. 
21. San Cristóbal, J.R., Fernández, V. and Diaz, E., 2018. An analysis of the main project organizational structures: Advantages, disadvantages, and factors affecting their selection. Procedia computer science, 138, pp.791-798.. 
22. Shahzadi, I., Javed, A., Pirzada, S.S., Nasreen, S. and Khanam, F., 2014. Impact of employee motivation on employee performance. European Journal of Business and Management, 6(23), pp.159-166. 
23. SpriggHR. 2021. The difference between recruitment and selection (online). Available at: https://sprigghr.com/blog/hr-professionals/what-is-the-difference-between-recruitment-and-selection/. Accessed on 12-10-2021 
24. Swanepoel, S., Botha, P.A. and Mangonyane, B.N., 2014. Politicisation of performance appraisals.
25. Vulpen, E. V. 2021. What is Performance Management? AIHR academy (online) Available at:
https://www.aihr.com/blog/what-is-performance-management/ Accessed on 13-10-2021.



2

image3.png
)
& 1 2o g, 2

THE DIFFERENCE BETWEEN
RECRUITMENT AND SELECTION




image4.jpeg




image1.png
Home  Ordernow Reviews BookaTable RestaurantMenu  Contact Logn  @£000W

Sony, Wefe curenty closed and wil open at 0430 PM

1239AM
090472021 U

ADEY)




image2.png
Level 1 Level 2

Reaction Learning

Kirkpatrick's Model
of Learning
k Evaluation





