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Introduction
       
      Chris Corbin and Jeremy King have been partners in business for nearly 40 years. Together, the pair has created some of London’s most iconic restaurants. Along with their most recent opening, Soutine, in St John’s Wood, they continue to make a significant contribution to the hospitality industry.
        Portofolio of this company contain contains nine locations: The Wolseley, The Delaunay, The Delaunay Counter, Brasserie Zédel, Crazy Coqs, Colbert, Fischer's, Café Wolseley, Soutine.    
        Considering different styles for those restaurants as follow are German, French, Austro-Hungarian, British and South European cuisines and restaurants they are attracting the chefs and staff all over the world.
        Are there many aspects considering process of recruitment in this company relative with what is the meaning for a cosmopolitan organisation in Central of London. 
As many United Kingdom companies the important aspects in those organisations are relative with Human Resource aspects are in the main: employees retention, casualization considering long hours shift and work conditions in general and one very important aspect is skill shortages contained different reasons and aspects.
Restaurants are included in services  sector of economy considering ONS evaluation the monthly Index of Services (IoS) provides a timely indicator of growth in the output of the services industries and is the largest contributor to the output approach to the measurement of gross domestic product (GDP), accounting for 79.3% of UK GDP in 2015 (ONS, https://www.ons.gov.uk/economy/economicoutputandproductivity/output/bulletins/indexofservices/october2017 )
For recruitment stage one important step is according with CIPD selecting staff comprises two main stages: shortlisting and assessment. Throughout both stages employers should ensure that their selection methods treat candidates fairly, without discrimination or bias, and that selections are made based on the candidate’s ability to perform the role, contribute to the organisation and their potential for development. ( CIPD, Selection methods, 25.17.2019, https://www.cipd.co.uk/knowledge/fundamentals/people/recruitment/selection-factsheet)
Considering ONS statistics the EU relative migrants since the year ending June 2016, there has been a decline in the number of people coming to the UK looking for work, which largely accounts for the recent overall fall in work-related immigration. This is mainly because of a fall in the number of EU citizens coming to the UK looking for work, now at 22,000 in the year ending June 2019 compared with a peak of 82,000 three years earlier. This statistic is a signal of reducing the number of potential workers in hospitality or other services (ONS, https://www.ons.gov.uk/peoplepopulationandcommunity/populationandmigration/internationalmigration/bulletins/migrationstatisticsquarterlyreport/november2019)

Case study considering retention issue in this company
The world of work is rapidly changing and technology is rapidly changing. Research suggests that at least 35% of the current jobs in the United Kingdom are at risk of computerization or automation in the next 20 years (CIPD). In hospitality the risk of automatization is reduced because cooking and service required skilled and experienced workers considering hospitality industry.
HR records include a wide range of data related to individuals working in an organisation, such as levels of pay or absence, working hours, and trade union agreements. Usually this information is stored electronically, but it can also include paper records. ( CIPD -24 Jun 2019
Retention of HR records Introduces the legal issues in the UK around effective retention and organisation of HR records
Maintaining effective systems for storing HR data is important for all organisations.
Considering Equality Act 2010 also with general human being rights are under national and international protection. The rights for employees are protected by Legislation and individual contract. 
Brexit and post Brexit situation is still unclear, considering CIPD point of view, they are concerned about some of the potential consequences of expanding the existing point-based system for non-EU citizens to include EEA (European Economic Area) residents; in particular the implementation of a minimum wage limit of £ 30,000, as well as the A-level (RQF Level 3) or higher skill standards all this affecting labour market in this industry.
Gerwyn is the Public Policy Advisor for a number of labour market issues at the CIPD. With the CIPD's lead responsibility for welfare reform, migration and zero-hour contracts, these include zero-hour contracts: myth and reality (2013)  
From recruitment point of view is important to fill all vacancies job position. For this recruitment department in connection with all other operative department are trying to find the optimum number of new employees. In this company are working employees with various national, skill, race background, so is a mixture of cultures and skills.
Considering Beryl Grant the worker rights in almost industries are protected by trade union association that is an organisation, whether permanent or temporary, which consists wholly or mainly of workers whose principal purposes include the regulation of relation between workers and their employers (Grant, B. (2002) ‘Employment law- A guide for human resource management’, Thomson Learning, p. 242
In the hospitality industry Workers Trade Union are mostly rare so the employees are agreeing just with companies directly in the contract terms and conditions.
The channels of communication with new employees are media, job web sites, internal or external references. 
The process of recruitment is different depending on job position or the way followed by employee for the job position.
To retain the suitable employees with the right skills, attitude and organisational culture values tend to be difficult because almost all the teams have short life in the company. Always, every month new people are coming in the trial shifts and other people are ready to look for other jobs or opportunities. 
According to Boudreau and Ramstead (2003), the focus of measurement should be on efficiency, effectiveness, or impact. Reilly and Williams (2006) similarly propose a balanced approach to assess performance which combines both efficiency and effectiveness, both from the people management and from HR’s functional perspective. Key for them is measuring both what is within the domain of line management (such as retention and engagement) and what is within the domain of HR (such as policy formulation and execution).
The company supplies professional trainings in site considering tests online offering internal certificates recognised at internal level about Health and Safety, Food Hygiene, Restaurant service quality and standards. These are the company efforts to train and to develop their employee, although all these programmes and services have not all the time good results. 
The financial and nonfinancial aspects as reward for employees are tips, free meal, performance bonuses and a flexibility considering employees rota considering their other activities or families demands.
The operative level of employees is in high percentage of employees from other European countries (Italy, France, East-European countries) but also from other continents Asia, Africa, Australia and America. 
Diversity and equal opportunity are priority for the company they are integrant part of human resource strategy following to bring quality and prosperous future for the company.
The company offers also free of charge English courses online and direct responsible in the teams will follow individual progress (LSE school of English language course). If the students are not progressing in established time the tasks they will be warned and finally they will be forced to pay penalties. This course contain, also many information about company and organizational culture promoted by it. 
All the employees are invited and encouraged to pass all the tests and to get all the qualification requested in their job position.
Human Resource Department do the review and create a bonus system considering employees loyalty. Another bonus is applying in case of referring someone new employee who is able to pass the first three months period.

Long hours and works conditions
        Employees find usually difficult those type of continuous learning procedures and usually the full time job is between 45-70 hours per week including weekend and national bank holidays, so many of them feeling this organisational and job description pressure choose to look for other jobs or to migrate to other industries. 
Considering lawfully understanding opinion of Simon Honeyball 48 hours restriction has a opt-out clause that the statutory maximum hours will not apply to a worker who has agreed with his employer in writing. The employee is entitled to terminate the agreement but the employer is entitled to ask for maximum three-month notice period before termination. (Honeyball, S. (2006) ‘Labour law’, |Ninth Edition 2006 Oxford University Press, p. 315-316). In this situation the workers are under the contract term and conditions giving them the possibility to opt-out but occurring notice period consequences.
The company strategy is to cover busy days in the week as are weekend days but also other days especially in the breakfast, lunch and dinner hours. Employees need to prove continuous endurance, capacity to adapt and to be flexible in the meaning of working in this very busy environment. They will be promoted and their salary will be reviewed periodically. The long hours shift are affecting employees capacity for effort and sometimes generate conflicts between team members is related with a sum of tiredness and time tasks pressure.
Financial motivation is the company strategy, so they are paying better hour rate for the extra hours worked. Some of employees are going to do more extra hours for a better income but after weeks they are very tired, their life balance is affected.
At these long hours shift is added other hours for commuting because almost employees are not local or just few of them are local so the company should take in consideration other 2 - 3  hours per day per employee just for travel.
The Human Resource Department is facing one dilemma: one employee after 14 hours double, 1 hour break far from home and 1 or two hours travelling what can be the motivation or bonus for this employee.
The strategy is to keep under two double shifts per week or a day off in between of two doubles. One double shift need to be in very busy weekend day and one in the easy day. All these are organised and decided at middle or operative level by managers or departments. Human Resource is involved in this question because they need to understand the reason for people leaving after just few months or after years.

Skill shortage
Company training strategy is structured on two plans: first is implemented in work site and the second one is theoretical and contains many tests offering after pass the certain certification trainings). 
According with Anderson requirements are representing the form of role profiles and person specifications. These provide the information required to post vacancies on the company’s website or the internet, draft advertisements, brief agencies or recruitment consultants and assess candidates by means of interviews and selection tests. 
(Armstrong M. (2012) Armstrong’s Handbook of Human Resource Management Practice 12th Ed.-pag 227)
Many chefs, waiters and other operative personnel have short time experience and skills. The role of this Academy training is to bring all the team members to the right level of qualification and to give an opportunity for everyone to get the experience and to be harmonious integrated in organisational working system and culture.
According with Steve Whiddett and Sarah Hollyforde the importance of competencies and diverts attention from the critical factors. Yet a thorough assessment of performance must at least take account of how well an individual completes work-relevant activities as well as how he or she goes  about this activities (Whyddettl, S., Hollyforde, S (reprinted 2007) ‘A practical guide to competencies, How to enhance individual and organisational performance’, Published by The Chartered Institute of Personnel and Development, p.48). Human Resource department is connected and informed about individual employee progress and skill evolution monitoring the supervisor reports and online training updated. Skill and competencies are summed together describing a real evolution and value considering employees.
[bookmark: _GoBack]The training are scheduled monthly in certain days, also there is one continuous training in the work place so everyone have the chance to improve and to develop the right level of skill and knowledge being part of this high level quality in hospitality – Michelin Star standard.
Everyone is integrated in this process considering old experienced personnel are teaching and supporting the new teams members, supervisors and managers assisting and following the progress of individual bringing necessary adjustments and corrections.
The new employees have the induction in the send week of work In this special day they are invited to participate at one official lunch in one restaurant (Mirror Hall in restaurant Zedel situated in Piccadilly). The owner is participating and presiding the meeting. The purpose of this special meeting is to offer to the new employees a company vision about objectives, history and the most important to introduce the new employees in the organizational culture and values.
The new employees will be advised to create their online training account and explaining them the importance of passing and understanding this continuous and customised training.
The owner and general director have motivational speeches bringing successfully example about old existing employees in the organisation offering a support model for the new participants in organisation.
The employees are pleased to ask questions in the induction day (8 hours meeting) but also at work the purpose being to help them and to integrate them in the company Standards, Culture and Values.
Conclusion:
The level of retention tend to be lower and the new employees in organisation need to pass long process of training on line and in site those training and recruitment involve costs for the company. An acceptable solution is to have a profound dialogue with the old employees and considering common solution in retaining experienced employees otherwise to create new team is necessary long time and increase the company cost in recruitment and training affecting business progress.
Long hours in work have multiple disadvantages because these conduct to mistakes, tiredness and conflicts. A real solution is to understand the necessity of creating extra staff team capable to support the service team in the busiest moments of the day. The main team is involved in service and backup team caring on preparing the materials and miss en place for the next shift or day. Communication is also very important at team level but also considering superior level as support. Overtime hours cost money also support team cost money but considering the importance for service process company need to take the right decision. Lateness service is affecting the customer so finally the business is affected. Company need to put in balance the virtual cost of creating team support and customer satisfaction and in another side the cost involved in creating wider team structure.
Skill shortage is an issue connected with other issues in the labour market. Considering the long hours shift, low hour paid rate, difficult job and environment young people are tending to avoid a career in hospitality. This is one main reason because a high percent of employees are migrants.
In London are many colleges and they having training courses for multiple levels considering hospitality industry. Solution would be the company to contact these colleges and to create a collaboration contracting as part time students. Students have a chance to develop and improve their skill and can get earlier paid experience and the company has a possibility to choose the very best students as future employees. 
Employees are coming in hospitality from different educational, national and industrial background so the company itself need to provide them suitable training. Problems are sometimes skills, language barrier and capacity to work as a team. Once the team is created this required all other departments support to be maintained because the team success is the company success.
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