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OVERVIEW:
Defining goals is a key element of establishing goals as a company's Human Resources Director. As a result, these aims should be consistent with the company's overarching objectives, purpose, and strategies. Each business will have its strategic objectives.
Human resources should address the following questions to evaluate whether key goals have a strong foundation:
· What are the benefits of achieving the stated and stated objectives?
· Is the company's external reputation still a consideration in the strategic objectives? Do they consider things like competition, company size, and financials, for example?
· Are the strategic objectives based on the company's strengths and weaknesses?
· Are almost all workers aware of how these goals influence them and how they may both individually and collectively contribute to them?
· Is it possible to achieve the strategic objectives? Everyone involved is frequently disappointed when unrealistic expectations are set.
· Have you set goals for how many things you want to accomplish and when you want to check in on them?
· Is there a means for the company to assess if its strategic goals have been met or not?
Is that easy to attach the company's strategic goals to its overall plan? (Wilkinson, 2011)
With a few simple words, nuclear scientist Dr. Peter Buck altered the life of a college student more than 50 years ago. He said, "Let's create a submarine sandwich firm."
Fred DeLuca, a college student, was convinced by Peter Buck to begin a submarines lunch industry to help pay for his education. With Peter's $1000 investment, a commercial partnership was formed that would revolutionize the fast-food industry and the lives of tens of thousands of people.
The firm opened its first site in Bridgeport, Connecticut, in August of 1965. Before the end of the decade, they hope to open 32 sites. Fred rapidly picked up on the fundamentals of running a business, such as the need of producing very well, advertise a product, deliver good customer service, keep operating expenses low, and choose the optimal location. These concepts are still used to build profitable SUBWAY® franchises all over the world.
Creating Human Resource strategies:
Revolution of management:
The term "organizational transformation" refers to how a corporation adapts or changes a major part of its structure. It might be an issue with company structure, internal procedures, technology or infrastructure, or business structure, among other factors.
Subway has proven to be highly adaptive when it comes to transitions. It has risen from humble beginnings to become the world's largest fresh and clean food service company.
You must develop the ADKAR change management model as the company's top human resources officer. Which is preferable: adapting or transforming? There are two approaches to change management:
Changes in Adaptation:
Adaptive change refers to the process of changing a company's products, techniques, workflows, and strategy. They emerge gradually over time and are a little progressive. Adaptive changes might include adding a team member to handle rising workloads or changing the work-from-home policy to attract the best personnel.
Transformational changes include:
They're usually bigger in scale and scope, and they often signal a dramatic change in the status quo. A transformational transition occurs when you introduce a new product, create a new division, or grow your firm overseas. The process of change management comprises overseeing an organization's transformation from the planning and preparation stages through implementation and, finally, closure. It consists of five stages.
1. Getting your organization ready for change.
2. Develop a transformation plan and a long-term vision.
3. Make any required changes.
4. Take into account cultural and organizational developments.
5. The progress and results are scrutinized and evaluated.

Retention of Employees:
Employee retention is essential for the HR Director, in my opinion. Exit interviews can help you figure out how your employees feel about your company and whether your retention strategies need to be tweaked. 
Subway has always been hiring since the growth of fresh and hygienic food is based on societal factors that are sometimes uncontrollable but can also be identified and replaced. Regardless of mergers and acquisitions or economic reasons, the firm is dedicated to keeping its employees.
One of the following reasons for resigning will almost certainly be mentioned:
• Pay and benefits are insufficient.
• You're busy and/or lonely, and your opportunities for promotion are restricted.
• An important part of creating a healthy work-life balance.
• Lack of focus 
• I'm extremely satisfied with the way the company will take.
• Problems concerning the goals of the business or its financial wellbeing.
• Dissatisfaction with the firm's management.
• a want to make an impact
• There is more appealing employment available at other firms.
Candidates with in-demand skills are more likely to obtain a new job quickly, even if the labor market in specific industries and locations is favorable to them. Many companies continued to employ people during the worldwide pandemic, and many of those that did have resumed doing so.
You must act swiftly if you feel that some of your company's finest employees are about to quit. Here are some suggestions for ensuring that your staff is satisfied at work.
· Onboarding and Onboarding.
· Partnership programs are ranked second.
· Providing incentives to staff
· Benefits
· Health and wellness services
· Keep in touch
· Ongoing feedback on performance
· Education and training
· Reward and recognition systems 
· Keeping a healthy work-life balance.
· 11 Flexible working hours
· Successful change management
· Collaboration is encouraged.
· Recognition of significant and modest accomplishments.  (Half, 2021).

Leadership training:
Even if I am the organization's Human Resources Director, there are a variety of approaches to study to become a successful leader. Smaller organizations are less likely to have well-defined projects than larger businesses, however, this isn't always the case. Training your firm's future CEOs does not have to be difficult or expensive. It doesn't have to be difficult or luxurious to do so. Paying attention to and developing current staff is likely to be significantly less expensive and time-consuming than acquiring new personnel.
You show that you care about your current employees by assisting them in their professional growth. It will be a huge hit with everyone. It also makes it more likely for people to trust one another.
Subways have been in the news frequently due to acquisitions or mergers, and senior management strives to be the best in every nation. Both domestically and globally, opportunities for leadership development have been made available.
There appear to be five things you can do right now to aid the development of your senior leadership:
1. Understand the distinction between training programs.
2. Identify skill gaps and future demands
3. Determine who is most suited to run the organization in the future.
4. Ensure that the necessary training is provided.
5. Maintain a mindset of continuous leadership development. (Insperity, 2021)
This year has proven the need for future strategic leadership. This is one of the few corporate HR leadership development programs available. The COVID-19 epidemic caught several businesses off guard. They were pushed into a new era for which they had no preparation. It did, however, provide us with a better understanding of the kind of leaders who will be required. It's never been more necessary to Establish a mentorship program for HR staff at your organization.
The majority of HR executives handled the situation with calm, experience, and resolve. Even though human resources is a crucial component of the process pandemic, the majority of C-level executives still consider HR to be solely an administrative role. With the help of a well-designed HR leadership development program, this may change (LDP). An HR LDP, on the other hand, could be able to assist you in dealing with any potential workplace issues.

Each team member's worth and contribution to the firm. Using contemporary HRM and IHRM models as examples:
As one of the top startup’s fresh fast-food companies aspiring to be the best in the world, it is willing to undertake several changes to attain its objective, including internal modifications and ensuring that customers receive the best possible service. Due to the company's public listing, however, such acquisitions and mergers result in a large boost in the stock price.
Meanwhile, Subway has evolved digitally by embracing Slack as an official communication tool to give staff quick and easy updates. They've also started utilizing Salesforce for company growth, and each employee's job and personal information is kept in a formal and organized manner. 
Scientific Management.
Taylor has been dubbed the "Father of Scientific Management" by many. He made a significant contribution to the administration of the plant production system.
Scientific management uses standardized processes and equipment to boost production, improve quality, and save expenses and waste. It's a methodical and intentional approach. "Scientific management" involves "figuring out exactly what you want guys to accomplish and ensuring they execute it most efficiently and cost-effectively possible," according to Taylor.
It emphasizes the use of scientifically proven processes and equipment to replace human judgment or "rule of thumb."
The following principles underpin the scientific management concept:
1. Use science instead of depending on a rule of thumb.
This scientific management philosophy has replaced the previous rule-of-thumb technique. Every action in an organization, according to Taylor, should be carried out using scientific techniques since there is always one optimal choice for enhancing efficiency.
2. Harmony, rather than discord.
It implies that employees should receive a piece of the firm's revenues and that employees should work hard to enhance the company.
This concept requires complete agreement between management and staff, as well as a mentality shift on both sides.
It also emphasizes that unless an employer's wealth is matched by employee wealth, and vice versa, an employer's riches will not survive long. Employees in Japan, for example, are expected to wear a black badge if they go on strike and work longer hours than usual to gain compassion from management.
3. Collaboration is the way to go, rather than individualism.
This is not a continuation of the principle of discord, but rather of the principle of harmony. According to this view, "competition should be substituted by the partnership." Employees and management must recognize that they are mutually reliant. Management should accomplish this through listening to and encouraging constructive employee feedback, as well as adopting a paternalistic management style. Workers, on the other hand, should work with management rather than against it, refrain from striking, and make reasonable requests. Taylor believes that labor and management should both put forth equal effort and be held to the same standards.
4. Every individual is supported in realizing their full potential.
"Each individual should be scientifically selected and then assigned work based on their specialization; in any case, if training is required, it should be provided," according to this theory, since "effective employees will create and earn more." Workers must be educated to comprehend the 'optimal way,' which was developed through scientific methods. Both the employees and the organization will benefit from this.
Maslow hierarchy
In his Hierarchy of Needs, Maslow constructed a hierarchy of primary human desires. Maslow's pyramid underlines life's essential requirements, such as feeding, clothes, security, and safety, as they move in ordered sequence to more complicated, intangible demands for internal growth, such as a feeling of belonging, self-esteem, and self-actualization. As people go up the pyramid, they become more gregarious and productive, and each need contributes to their developmental process and ability.
his method might be applied in the workplace as well. What are the most crucial things your company should give to keep people interested in their jobs? What else must you do to maximize each worker's productivity in the firm while simultaneously improving overall employee satisfaction?
The first phase should be to focus on the organization's overall success, as well as specific divisions or jobs. It's important to keep in mind that staff needs to be highly motivated. Employees believe that if their needs are honored, they will be more likely to stay with a company. As people go along the pyramid, you're not only gaining their devotion, but you're also enhancing their independence, trust, and autonomy.
[image: ]

Physiological
The tools and knowledge required to do a task are an employee's physiological capabilities. This level is necessary for moving on to the next phase and should not be disregarded; but, if it is the only item you provide, your employees will be unable to advance. Employees that are uninterested or simply come to work for the money are at the bottom of the pyramid.
These basic goals may be met while still giving a clear path to another step through a robust induction program that can reduce staff time to performance while also providing adequate learning. Positive customer encounters are reported by 82 percent of new workers. As a result, they are more likely to work for a firm for three years or longer.

Safety
Job security was a major worry for a fearful workforce throughout Economic Downturn and the events that followed. Now that the unemployment rate is at its lowest level since 1969, workers' focus has turned from keeping their jobs to the pay packages their companies may provide. With a younger workforce emphasizing work-life balance, today's workers must be willing to accommodate growing families, make allowances for mistakes, and take a few extra days off after a stressful, hectic season.
More than half of employees want to be able to work from home, and more than 60% want to pay family leave. Medical bills account for 13% of all GoFundMe donations, demonstrating the importance of having a good health insurance plan for work satisfaction. Employees must be encouraged, You must be trusted and cared for to go to the next level of the pyramid.
Belonging
Industries with a positive corporate culture outstrip their competitors by 20%. Staff must, however, feel like they belong in that culture to stay engaged. 70% of people suffer from Imposter Syndrome, a sign of isolation in which you think you lack competence for your position. Companies must dispel the notion that new hires haven't earned their position or don't fit in with their colleagues.
The ability of your employees to express themselves and be themselves defines true workplace "belonging." They get melancholy if they feel alone at work or if they conceal parts of their identity, preventing them from gaining the respect they require to advance.
Esteem
Once the objectives of the first few phases of the pyramid have been met, employers may begin to focus on the professional development of their staff. In promotion candidates, managers look for self-starters who are confident, competent, and self-assured. Those that require the least amount of instruction, have the self-esteem to Accept ownership and accountability for their work, as well as seek opportunities for advancement, with recognition being the most often mentioned reward for doing a good job. In 79 percent of situations, employees have quit their jobs owing to a lack of respect. When it comes to meeting the requirements of employees, it's critical to recognize and promote outstanding performance.
Self-Actualization
At the top of the pyramid, the self-actualized employee strives for constant improvement, takes on new challenges, and finds meaning in their work. Nine out of ten employees stated that if their job was meaningful, they would be willing to work for less money. The pinnacle of the pyramid depicts contentment, This is every employee's strong career aim. In addition, management should make every effort to help each employee attain their maximum potential. Self-actualized employees are the most productive and engaged at work because they think beyond the box. Assisting your employees in accomplishing this goal benefits not only them but the entire firm.
It takes a purposeful effort and a well-organized strategy to understand and address your employees' demands at each step of the pyramid. Clear Company provides you with the tools you need to acquire a clear view of your specific organizational requirements. This printable guide will help you create your Hierarchy of (Work) Needs. Are you still seeking further details? Contact one of our specialists or get a free demonstration of our extensive software suites.
5 potter’s model
We always preach the need to "be strategic," "have a seat at the table," and "be a member of the C-Suite" in the HR industry. These catches are still useful, but they aren't as effective as they previously were. We need to look into the threats that our companies and HR departments are facing. We'd be able to create proactive mitigation measures while highlighting HR's comparative edge.
I use the classic book Competitive Strategy: Techniques for Analyzing Industries and Competition to examine prospective threats, prioritize their impact, and develop a game plan to compete. An economist named Michael Porter presents a technique for evaluating the level of competition and profitability in a market. The Five Forces Analysis is commonly used by business executives as a strategic strategy. For a long time, HR has been invited to the party.
"I feel the human resources department is a haven for demons." Michael Scott 
To put the Five Forces into action, let's start with recognizing them:
Substitutes are a cause of anxiety for many people. People are more likely to switch if there is a different product or service offered.
There's a chance that new rivals may enter the market. This includes companies who have never competed against you before. It might be a brand-new competitor or one that has been around for a while but has just become more competitive due to a change in business strategy.
The intensity of a competitor's wrath during competing. Various methods are used by different opponents. Anger, available resources, the number of rivals, and economies of scale should all be taken into account.
Customers' negotiating power. Customers' negotiation power is determined by a variety of elements, including their faith in you and your services, the distinctiveness of your products, and the availability of substitute items.
The supplier's bargaining position. Customers, like suppliers and vendors, can have an impact on pricing and service quality, hence influencing competition.
It's time to discover what threats and negotiating powers are lurking around you now that you've found out about each Force. Outside impacts aren't considered in HR since they aren't visible, but that doesn't mean they don't exist. Whether you like it or not, the chart below reveals a handful of the parties that are actively competing with you.
Now that you're aware of the external implications for your department, personnel, and organization, it's up to you to figure out how to deal with them. Do you want to compete with better/new services, more quality, more profit, and/or lower costs, or do you want to readily surrender? Your response will determine whether or not you are entitled to a "seat at the table."
Toby, our HR hero, took his low-level job, put up with the harassment, and then easily returned it. Toby, on the other hand, emerges as a cautionary character, the antithesis of the ideal self. We'll employ techniques to beat the Michael Scotts.
Leadership development:
Using the strategies suggested in Section 2.3 as a firm's HR Director may help both the individual and the organization. Simply eat takeaway, on the other hand, collaborates with several agencies to locate the ideal applicant while also enabling the internal team to develop and improve.
Leaders are no longer judged by the number of meetings they attend or the amount of time they work. We're becoming better at recognizing applicants with a lot of promise. We've got everything covered, from 9box rules to detailed photos of our future leaders' abilities, demographics, and personalities. Organizations may actively involve employees from early career development through the senior executive level by providing leadership development training. This technique benefits both the individual and the organization.
Bring in your most strong boss to keep your employees. A great mentor or a close friend. In leadership development programs, all of these traits are taught. These are the characteristics that set leaders apart from managers.
Encourage workers to grow as leaders: Employees want to work for a firm that encourages them to do so. One of the top three motivations for joining a firm is the possibility of training and advancement. The leadership development program encourages children from impoverished and diverse backgrounds to join.
Improve your financial outcomes: A well-thought-out plan can help you achieve your financial goals. The richest people include CEOs, executives, and high achievers. A company's bottom line may be greatly improved by moving rapidly and sharing expertise.
Leaders make better decisions: it is a talent that can be learned to make superior decisions. Self-awareness helps participants in a leadership development program see important elements, alternatives, and risks.
Consider taking a risky approach to leadership: You might profit from a leadership development program if you want to enhance your communication skills. In a crisis, they must evaluate how their friends and coworkers may respond. People of various ages and cultures may be inspired by a great leader.
To assist establish productive teams, team leaders can be formed. A group of people who go through leadership development training together learns collaboration skills and behaviors. Learning abilities that aren't taught in school may be beneficial to coworkers. Strong leaders lead to higher results.
Enroll in a leadership development program that teaches you more than the abilities you'll need to assist your team in achieving success today and in the future. This is true for both professional and personal talents. Leadership development programs can help you enhance your active listening abilities by forming relationships between aspiring leaders and seasoned executives.

For designing the company's leadership development plan The 5-P model established by HRM is fantastic. The 5-P paradigm, which was devised, was used to split human resource management into five areas.
HR philosophy - A statement on how the firm regards its employees, how they contribute to the company's success, and how they are treated.
HR policies set the tone for dealing with specific business issues as well as implementing HR programs and practices that help the organization achieve its long-term goals.
HR plans are a set of coordinated HR actions aimed at launching and managing organizational transformation projects that are guided by strategic business objectives and HR policies.
HR processes are the procedures that are followed when HR policies are executed. Staffing, learning and development, performance management, employee relations, and administration are just a few of the topics covered.

Summary:
To summarize, several things can be done to boost worker cheerfulness and brand it modest to retain talented workers. It doesn't have to be difficult or expensive to prepare your organization's future leaders. Over the preceding year, the need for efficient strategic management for the future was emphasized. This program is one of the few enterprise-level HR leadership development programs that can compete. Subway has made technology developments on the inside, such as using Slack for official communications, allowing for quick and easy updates to staff.
Managers are no longer characterized by their attendance at meetings or the number of hours they work. From early career stages to senior leadership responsibilities, organizations should make deliberate investments in their employees' advancement. CEOs, executives, and high achievers are among the wealthiest individuals. Future leaders will need extensive training and growth. Human resource philosophy, human resource policies, human resource programs, human resource practices, and human resource procedures are the five categories of the 5-P model of human resource management. Great leaders create great teams, and great teams deliver remarkable results.

image2.png
Esteem

Security

Physiological




image1.png
Prifysgol Cymru
¥ Drindod Dew Sant

J University of Wales
Trinity Saint David




