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  In an increasingly dynamic and competitive socioeconomic, cultural and work environment with limitless expectations, businesses are searching for innovative options to offer, among other things, sustainable methods, so they can remain alive in the competition. These requirements are constantly change, because technology developments provide a dynamic environment to which companies must continually adapt and expand. If businesses effectively manage their human resources, they can be competitive. As a consequence, people are considered one of an organization's most important resources and play a crucial role in how business is conducted.
  Human resource management (HRM) practices and a company's performance, including such particular areas as adopting strategy and innovation, are strongly and favourably correlated, according to Piwowar-Sulej (2020). According to Ozkeser (2019), human resources management (HRM) can be seen as one of the answers because training initiatives not only invest in employees' credentials but also enhance their enthusiasm to work as a team and as a result enhances the organizational structure's efficiency. 
  Human Resources Management Function is defined by Piwowar-Sulej (2020) as the activities carried out by the HR department, including recruitment and selection, evaluation, development, and rewarding. A workforce management system, or HRM, aims to increase employee productivity in order to help the business meet its strategic goals. The author clarifies that HRM has changed from being mainly organisational to being a key function of a company.
  There are 22 restaurants owned and operated by "The Real Greek" company throughout the UK. It is a business whose primary objective is to share Greek culture with its customers through Greek traditional cuisine. The appropriate administration of the workforce is crucial since a company with 22 branches must deal with a large number of employees. Since the company's workforce is composed of employees from many nations, there are cultural variations that should be recognized in order to avoid miscommunications that could result in conflicts. Every restaurant has a manager in charge of his staff, who is responsible for tasks like staffing, directing, controlling, and planning. All of these tasks are crucial for successfully managing a restaurant and accomplishing company objectives.
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  According to Dasanayaka et al. (2021) one of the most important management tools for determining an employee's abilities and flaws is the performance review. This is typically the main method for gathering information for rewarding and training employees depending on their performance, and as a result, a crucial step in achieving organizational objectives by cultivating a fulfilled workforce.
  An individual's performance is measured using a performance assessment system, which also detects any gaps and makes development plans for the future to enable improved performance between the person and the job. It is an HR procedure that promotes corporate results. It involves outlining in advance what each employee must do to succeed on the market and evaluating performance later on in perspective of how well the company performs (Bayo-Moriones  and de la Torre, 2021).
  One of the performance appraisal methods that utilize the "The Real Greek" is the 360-Degree Feedback. Every six months the manager of every restaurant gives to the employees to fill out a feedback form. According to Bracken et al. (2016) using feedback assembled from the employee's network of change, which includes supervisors, co-workers, customers, and direct reports, 360-degree feedback is a multifunctional implementation evaluation system that assesses an employee's performance. This approach will provide a comprehensive examination picture of a person's competency in addition to eliminating intolerance in performance appraisals. 
  Through this method employees could reflect on their performing and identify their qualities and inadequacies through self-appraisals. However, if self-appraisals are controlled without the use of formal methods or organized forms, they hazard becoming lazy, unfocused, and inaccurate (Mitchell et al., 2018). Managerial performance reviews are included as well as in this appraisal method. Supervisors' evaluations of each employee as well as senior managers' assessments of a team or project are included in these reviews.
  Co-workers become the best significant evaluators as hierarchies fade from the organizational environment because they have a exclusive view on the employee's performance. These evaluations assist in identifying an employee's capacity for teamwork, initiative, and dependability. However, peer relationships or antagonism may end up trying to influence the outcomes of the appraisal.
  The “360-degree feedback” appraisal method helps to improve the personality's perception of how they operate and the impact it has on other team members. Moreover, it operates as a catalyst for the beginning of coaching, counselling, and professional development initiatives and encourages staff members to contribute in their own growth and to accept change. In addition, it promotes engagement by incorporating performance feedback into the workplace culture.
  Another performance appraisal method that the “The Real Greek” utilizes is the continuously training of its employees. In other words, every two months, a supervisor visits each restaurant to assess how well each department is performing (cuisine, service etc.). A supervisor will make an observation and retrain an employee if they are working in a manner that differs from how they were trained previously. Additionally, the manager instructs and demonstrates to staff members several new marketable techniques. Moreover, the company's workforce is multinational therefore it offers its employees the chance to pursue extracurricular training opportunities like mastering the English language. 
   According to Rodriguez et al. (2012) in restaurants, training and performance reviews are closely related. The main goal of performance reviews is to identify the knowledge that employees need to acquire in order to accomplish their jobs more effectively. The training procedure can boost employee morale because restaurants are industries with frequently undereducated workers, which further results in less instability and increased dedication. The training is conducted in the restaurant in accordance with the standards currently in place, with the intention of enhancing present performance and raising the standard of the services offered.
  Individual variances in terms of tasks and responsibilities at work have an impact on how different each person's training requirements are. In order to do this, the training is carried out using the findings of an analysis of organizational requirements and objectives focused on the potential that is owned by the individual, so that the training is strengthening or enhancing the knowledge or skills that are already there.
  Training and development of employees is a crucial part of human resources planning operations as it not only increases employee benefits, but it might also bring talented individuals to the company (Bapna et al., 2013). Elnaga and Imran (2013) point out that training improves people's ability to think critically and creatively for better decision-making, customer service, managing of complaints, and overall self-efficacy.
  One of the most important motivators used to assist people and businesses in attaining their short- and long-term goals and objectives is employee training and development. Along with improving knowledge, skills, and attitudes, training and development also has a number of other advantages. According to Rodriguez and Walters (2017) training boosts employees' confidence, enthusiasm, and morale. By fostering a sense of stability, it lowers turnover and absence and enhances employee participation in the change process by equipping them with the skills they need to deal with unexpected and difficult circumstances. Additionally, it helps the company enhance the availability and quality of its workforce and opens up opportunities for recognition, better compensation, and promotions.
  It is important to keep in mind that people are more productive as a result of training and development initiatives that enhance their knowledge and skills. Many organizations provide financial aid to participants in these programs such as the “The Real Greek” company.
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  While managers may set desired objectives for their staff members, doing so might help develop their leadership potential and enhance departmental performance. This growth plan includes approaches to enhance his or her team's performance, acquire new strategies, and build new talents. A manager might be guided toward constructing a development plan that meets the needs of his or her team.
	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date
	Target End Date

	Leadership Course
	Very High
	Seminars
	Organisation’s Resources
	Now
	In 6 weeks

	Schedule Team-Building Exercises
	High
	Team Lunch 
	Manager’s Resources
	Now
	In 1 year

	Improve Employee Retention 20%
	Very High
	Rewards
Recognition

	Organisation’s
Resources
	Now
	In 1 year

	Reducing Customer Complaints 30%
	High
	Listen
Train Staff
	Organisation’s Resources
	Now
	In 1 year

	Staff Motivation
	High
	Celebrate Holidays 
Create positive work environment

	Organisation’s Resources
	Now
	In 6 months


Table 1:

  The majority of managers don't receive the training they require before to someone being assigned leadership responsibilities. Managers require information on how to improve their capacity to achieve the objectives of their organizations in order to be in accordance with the visions, values, and strategies of the organizations. Consequently, managers won't have the required impact and effectiveness if their skills and qualities go unchecked. As a result, giving leaders training will help them get closer to achieving organizational objectives.
  According to Table 1 the first objective is the manager to assist to a leadership training, in order to acquire and to develop different skills that will help him/her to manage his/her staff properly. After receiving leadership training, managers are more capable of forming productive work teams, claim Jaworski et al. (2018). Employees who work under a leader with more clarity, focus, and effectiveness have a strong sense of purpose and direction, which increases employee motivation to complete their jobs and boosts organizational effectiveness. The manager develops his or her managerial skills and competencies through this training. He/she may discover that learning new things helps him/her develop him/her talents and improves him/her to fit for leadership role. Because he/she can feel driven by incorporating new tactics and abilities into his/her work, employee engagement therefore improves.      
  Additionally, leadership training will assist him or her in improving team communications. Managers improve their communication skills when they learn that various people perceive, react, accept, and behave in very diverse ways in response to the same circumstance. The ability to effectively connect with people of all ages, ethnicities, customs, and cultures will improve common understanding and inspire the team to collaborate for success.
  According to Table 1 the second objective is the team building exercises. The manager once in two months should schedule a lunch with the employees outside of the workplace for the next year. After a year he/she will understand that through team-building activities, employees will be more encouraged to communicate with one another to fulfil work and address issues. The individuals have the possibility to relax, be themselves, and eventually open to other people by placing them in a fun and relaxed environment outside of the workplace. Connecting with the co-workers personally promotes the growth of trust. The ability to better collaborate on projects and boost morale will result from knowing each other's strengths and interests at work, which is a major advantage of team-building exercises (Strnadova et al., 2013).
  According to Table 1, the third objective aims to keep the team united and make sure everyone is paid appropriately and feels appreciated. This objective is reachable, especially if the manager is able to recognize and solve the causes of employee unhappiness. It will cost less money to hire and train new staff if employee retention is improved. Making your employees feel valued and appreciating their efforts through an employee incentives and recognition program is essential for increasing employee engagement. Thanking employees for a job well done is a potent method to acknowledge their contributions and encourage them to keep up their high standards of performance (Hussain et al., 2019).
  According to Table 1 the fourth objective is to reduce the customers complains 30%. Make sure your employees provide the customer a sense of being heard when they voice a complaint. Your staff should be instructed to approach the customer and inquire about possible solutions. Give your staff the authority to make simple concessions, like a free dessert, a substitute meal, or a discount on a subsequent visit. Every client complaint should be taken into consideration by the manager, who can use it as an opportunity to identify mistakes and enhance the company's performance (Dinnen and Hassanien, 2011).
  According to Table 1 the fifth objective is the motivation of the staff. By achieving this objective a positive work environment should be created by the manager. During meetings and one-on-one conversations with their managers, employees are urged to express their thoughts and opinions freely. Employees still have a voice, even though their suggestions may not always be carried out. Offering opportunities for advancement, whether through a promotion or continuing education classes, demonstrates the employer's commitment to the long-term success of its staff. A holiday celebration raises spirits, which inspires greater motivation. Team development and productivity are aided by high morale and motivation. The level of dedication, passion, and enthusiasm that employees of a company bring to their jobs on a daily basis is known as motivation. Without it, businesses endure decreased productivity, lower levels of output, and a higher likelihood that they will miss key objectives (Ganta, 2014).
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  People set goals and objectives and carry them out through their efforts. As a result, an organization's performance is based on the sum of all of its members' performances. The most important resource for keeping a competitive edge in any firm is its human capital. The quality of an organization's human resources forms the foundation and is closely correlated with its capacity to flourish, grow, make money, and attain excellence.
  A company should create and use performance appraisal systems that would allow efficient evaluation of the workforce and give management possibilities to accurately identify staff training requirements, recognize performance targets, enhance workforce performance, and aid workforce time management through planning and deadline setting. Organizations should also implement behavioural performance appraisal systems and management by objectives because these systems have a big impact on how well employees get along with one another and how productive they are (Mwema and Gachunga, 2014).
  Although an HR department's duties might be difficult, HR strategies are essential if the company wants to maintain its competitiveness. In order for the restaurants to operate properly and efficiently, managers need have more authority over HR-related matters. Topics including communication, customer satisfaction, leadership behaviour and dealing with challenging clients and workers should be trained and educated.
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