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Narrative
Hi everyone, my name is jian huang, the main purpose of this report is to understand the current problems in management, I will use Starbucks as an example and analyse the problems that may occur in its operational management through some theoretical models. 

This research is divided into four main parts, the first part is to give a brief introduction to Starbucks, the second part is to analyse the current problems in the management of Starbucks, and the third part is to give the corresponding recommendations for the problems in the management of Starbucks. The last part is a summary of the whole report.

Starbucks is an American coffee company founded in 1971 and headquartered in Seattle, Washington. Starbucks is committed to the business ethics of sourcing and roasting the world's highest quality Arabica coffee. Starbucks’ mission is to inspire and nuture a passion for coffee. Starbucks' vision is to create a sense of family and loyalty among its customers and employees. Based on this corporate culture, Starbucks has developed its own special values. Take positive action, bravely challenge the status quo, break conventions, and achieve mutual growth for the company and partners in innovative ways. In every moment that connects us, we focus and engage, being open and respectful to each other. For everything we do, we strive to do our best and take responsibility.

Firstly, the first problem in the management of Starbucks is the lack of a fixed salary system. There is variability in salary levels. Starbucks' wage level varies in the sense that employees in different departments and different occupations get different values in return for a certain amount of labour time. Wage as a form of external incentive, can directly stimulate employees' work enthusiasm and creativity. When wages are higher, employees are more likely to put more effort into their work to get higher returns. At the same time, sound corporate governance is positively correlated with high levels of employee wages, which also helps to increase the profitability and value of the firm. Therefore, a stable compensation system is essential for the long-term stable development of an enterprise.

As the market environment changes and the company's business develops, the compensation system may need to be constantly adjusted and optimised. However, Starbucks has certain deficiencies in the flexibility of its compensation system, making it difficult to quickly adapt to market changes and the needs of the company's strategic adjustments. With the continuous improvement of modern management systems and systems, once the company still maintains the original compensation system it will significantly reduce its own competitive advantage of employees, thus failing to gain more employees' attention in the fierce talent market. According to Herzberg's two-factor theory, employees' job satisfaction is influenced by health factors and motivational factors. Health factors include working conditions, company policies, and relationships with co-workers, which can lead to employee dissatisfaction if these factors are not handled properly. Motivational factors include sense of achievement, job recognition, career development, etc., which, if satisfied, can stimulate employees' motivation and creativity. Starbucks fails to set up motivational factors and health care factors reasonably in performance management, which leads to low employee satisfaction. Therefore, an imperfect salary system will gradually reduce the job satisfaction of employees.

According to Starbucks' annual report, the company's biggest risk is that internal talented employees loss will have an impact on management and the company's bottom line. The primary cause of this issue is the human resources department's carelessness in employee training and care, as well as its failure to promptly resolve internal conflicts, which ultimately causes many employees to lose faith in the company. However, Starbucks does not have a significant pool of talented employees to help the company boost its earnings because it is not only losing talented person within the company but is also under intense competition from the external talent market. As a result, a lack of talented staff causes the company's internal work efficiency to decline, and its output may not be able to satisfy market demand, which results in a significant loss of customers.

Talented employees are vital in company management and organisational development.Talented people can firstly increase the market prospects of Starbucks during the operation.Some of the best people in Starbucks usually have many job characteristics such as unique insight into market evolution, strong theoretical foundation, extensive experience and reliable technical skills.These characteristics enable Starbucks to quickly identify emerging consumer trends and market directions in the competitive landscape, focus its research efforts, and create products and services that meet the needs of the consumer marketplace.

The growth of the business is significantly affected by people management and retention. The loss of talented employees prevents Starbucks from managing efficiently.In the context of organisational management, talented people are able to understand the work intention of their supervisors from the very beginning and understand some of the business management practices, which reduces the complexity of job segmentation for managers to some extent and increases the productivity of the department.When there is a problem at work, other employees can also get help from these talent types to solve the problem.However, the loss of a large number of good talents in Starbucks makes it difficult to run the business internally.

Mintzberg categorises managers into ten roles and divides them into three groups: decision-making relationships, information relationships and interpersonal relationships.Based on the characteristics of these ten jobs, managers can adapt their working style to particular situations during the departmental management process. The responsibilities that managers must play and take must adapt to various social contexts and evolve with the times as public culture changes. In addition to helping business managers at Starbucks create the ideal management job, Mintzberg's role theory may also draw in some talented individuals due to social culture. Therefore, businesses should continuously develop the role connotation based on historical context in addition to playing the role of role management in the management process.

Starbucks has certain criteria for supplier selection, but some suppliers use unethical means such as child labour, exploitative labour or environmentally destructive production in order to meet Starbucks' needs.In response to the unethical means used by suppliers in meeting Starbucks' production needs, to a great extent, it damages the social image of the company and may reduce the potential customers of the company. Therefore, Starbucks needs to be aware of its ethical choices of suppliers and make timely adjustments.

Firstly, Starbucks can further improve its salary system, adopt the dual standards of performance and market standards for salary adjustment, and ensure that employees' income reflects both personal contributions and industry trends. At the same time, the establishment of equity incentive plan, let employees share the corporate growth dividend. In terms of employee welfare, we should strengthen health insurance, increase mental health support, establish a flexible working system, and improve the balance between work and life. These measures can enhance the sense of belonging of employees, improve work efficiency, continue to attract and retain excellent talents for Starbucks, and promote the long-term development of the enterprise.

Secondly, For Starbucks' human resources department, managers need to prevent employee turnover through suitable incentives when managing the company's personnel, especially for highly skilled people. Common incentives include bonuses, promotions, and holidays. However, with the development of society, there are also some enterprises will be through the way of equity incentives to retain high-end personnel. Therefore, the necessary employee incentives can have to increase the confidence of employees for the enterprise, and then ensure the operation of the enterprise. In addition, human resource managers should also play the role of leader in Mintzberg's managerial roles theory, through the way of motivating employees to retain talented employees. talent management for the value of the enterprise is unlimited, talent management and the strategic management of the enterprise is closely related. Talent management is of infinite value to the enterprise, and talent management is closely related to the strategic management of the enterprise. Therefore, optimising the management style and system management can help to solve the problems within the company.

Thirdly, Starbucks should strengthen its supplier management, which can be done by establishing strict screening standards and evaluation systems to ensure that suppliers meet high quality standards; at the same time, strengthening technical cooperation and exchanges with suppliers to jointly improve product quality and reduce production costs; and promoting sustainable development to reduce the impact on the environment. These initiatives will help Starbucks build a stable and efficient supply chain system, safeguard product quality and enhance corporate competitiveness.
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