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Executive Summary
This report presents an analysis of Starbucks' management issues. The research begins by outlining Starbucks' basic circumstances and the rationale behind its analysis before delving deeply into the company's primary issues with regard to supply chain ethics, talent loss, and remuneration. Pay level disparities and a lack of flexibility are the two main issues Starbucks has with its compensation system; in terms of talent loss, the company has lost many exceptional employees as a result of inadequate internal management and training, which has a negative impact on internal work efficiency and competitiveness; and in terms of supply chain ethics, some of its suppliers have used unethical production methods, which has damaged the company's reputation.

The report makes recommendations for improvement in response to the aforementioned problems. Starbucks should optimize its internal management, boost employee confidence, and retain top talent by actively communicating and offering the required incentives. In terms of the supply chain, Starbucks should improve supplier management, encourage sustainable development, improve product quality, and make sure that suppliers meet high standards. Additionally, it is advised that Starbucks optimize its compensation structure by combining performance and market standards, implement equity incentive plans, and improve employee benefits. In addition to improving the company's competitiveness and sustainability, these improvement initiatives will assist Starbucks in resolving its present management issues.

Content
1.0 Introduction	1
2.0 Main Findings	2
2.1 Lack of fixed and perfect salary system	2
2.1.1 Wage level variance	2
2.1.2 Lack of flexibility	2
2.2 Talented-employees drain reduces internal work efficiency	3
2.3 Ethical issues in supply chain selection	5
3.0 Conclusion	6
4.0 Recommendation	7
4.1 Improve the compensation system and protect the rights and interests of employees	7
4.2 Optimize the internal management, improve the confidence of employees	7
4.3 Strengthen supplier management	8
Reference	9
Appendices	12
Appendix 1：The organizational structure of Starbucks	12
Appendix 2：Annual Report of Starbucks 2023	13
Appendix 3：News	14

[bookmark: _Toc16930]1.0 Introduction
Coffee is a culture of great economic importance on the global stage. In the international market, the term "specialty coffee" describes a beverage of exceptional quality, distinguished by its unique flavors and characteristics. This superior quality becomes a key factor in accessing markets where consumers are willing to pay an added value for the product.(Freitas, V, 2024) Starbucks Corporation is an American coffee company and coffeehouse chain. Starbucks was founded in Seattle, Washington in 1971.(Sakal, D. V., 2018) Starbucks is committed to business ethics in sourcing and baking the world's high-quality Arabica coffee. At the same time, Starbucks' vision is to create a sense of family and loyalty among its customers and employees.

This report will mainly analyze three management problems of Starbucks, including imperfect compensation system, brain drain and business ethics in supply channels, and will explain how these problems impact on business production and management. In addition, the report will analyze the leaders at various functional levels of the enterprise through several management models.

Finally, the report uses Starbucks as a research sample, mainly because of its greater influence in the current coffee industry. Therefore, the research results of the report have certain reference significance, which can provide reference for other enterprises in the coffee industry. At the same time, some of the arguments and results in the report can also help the development of the entire coffee industry.

[bookmark: _Toc32000]2.0 Main Findings
[bookmark: _Toc12690]2.1 Lack of fixed and perfect salary system
[bookmark: _Toc32646]2.1.1 Wage level variance
According to Phuong, T. T. M., & Hong, N. T. (2024), the wage level will significantly affect how engaged employees are with the company. The disparity in the value return that workers in various departments and vocations receive after a specific length of work time is a reflection of Starbucks' varying pay levels. Salary is a type of external incentive that can directly boost workers' passion and inventiveness. Employees are more inclined to work harder for greater rewards when their pay is higher. According to Wang, Chen, and Hung (2024), there is a positive correlation between good corporate governance and high employee compensation, which also contributes to an increase in the profitability and value of businesses. According to Yang, L., & Ji, L. (2024), the creation of a sound and fair compensation structure is necessary for the long-term stability of businesses.

According to McGregor's Theory X, managers must step in through supervision and other means because workers lack motivation to do their jobs. Employees having a bad attitude at work will become more slack in their attitude, which will lower productivity and ultimately result in losses for the company if a good compensation plan is not established. Employee engagement, corporate happiness, and productivity are all significantly enhanced by employee motivation, according to Miftari, F. (2024).
[bookmark: _Toc16672]2.1.2 Lack of flexibility
The compensation plan may need to be continuously modified and improved in light of shifting market conditions and the company's business growth. However, Starbucks' pay plan lacks some flexibility, which makes it challenging to quickly adjust to changes in the market and the demands of changing company strategy. Employee retention would significantly decrease as a result of the uncompetitive compensation level, according to Samašonok (2024). As current management systems and systems continue to advance, if an organization continues to use its outdated compensation structure, it will significantly diminish its ability to attract new employees in the competitive talent market.

Herzberg's two-factor theory states that motivators and health considerations have an impact on workers' job satisfaction. Working circumstances, corporate rules, and relationships with coworkers are examples of health variables that, if not appropriately addressed, might result in employee discontent. A sense of achievement, job recognition, professional advancement, etc. are examples of motivating reasons. Employee passion and inventiveness can be sparked if these conditions are met. Twum, F. O., & Ayitey, V. A. (2024) demonstrate that the issue of personnel flow in businesses may be successfully resolved by applying Herzberg's two-factor theory. Low employee satisfaction was the outcome of Starbucks' performance management failure to establish reward and health elements appropriately.

[bookmark: _Toc28321]2.2 Talented-employees drain reduces internal work efficiency
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 workers are essential to organizational growth and business management. First, during operations, talented individuals can boost Starbucks' market chances. Some of the finest employees at Starbucks typically possess a variety of work-related traits, including a solid theoretical background, a wealth of experience, dependable technical skills, and a unique perspective on the evolution of the market. These traits allow Starbucks to concentrate research efforts, develop goods and services that satisfy consumer market demands, and swiftly spot new consumer trends and market orientations in the competitive landscape.The organization could succeed in its endeavors by cultivating a corporate culture and improving communication with them in order to successfully retain talented people, as explained by Hendriati, Y., Sufa, S. A., Telaumbanua, E., and Uhai, S. (2024). 

Kolachina, S. (2024) asserts that human resources (HR) and talent management are critical components for businesses looking to boost profitability and productivity. As a result, employee retention and management have a big impact on corporate success.
Starbucks has been unable to manage effectively due to the departure of talented staff. In the context of organizational management, talented individuals are able to comprehend the goals of their managers' work from the beginning and comprehend some business management techniques, which somewhat simplifies the managers' job segmentation and boosts departmental productivity. These talent kinds are also available to assist other employees in resolving issues at work. However, it is challenging to manage Starbucks internally due to the loss of many talented employees.

Kumar, P. (2015) describes Mintzberg's role theory, which held that managers perform a variety of roles in order to carry out their duties. Mintzberg classified managers into ten roles and categorized them into three groups: decision-making, informational, and interpersonal. Based on the traits of these ten jobs, managers can modify their work style in response to particular circumstances during the department management process. Kyambalesa, H. (2024), on the other hand, demonstrates his belief that Mintzberg's role theory is very distant from the day-to-day activities of contemporary executives, such as managers, administrators, and entrepreneurs. According to the author, contemporary managers focus more on two facets of functional requirements: corporate social responsibility and the capacity to handle moral and legal dilemmas. 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.
[bookmark: _Toc28960]2.3 Ethical issues in supply chain selection
Although Starbucks has specific requirements for choosing its suppliers, some of them use unethical practices, like child labor, labor exploitation, or ecologically harmful production, to satisfy Starbucks' demands. Corporate Social Responsibility (CSR) can meet the expectations of stakeholders and shareholders, according to Wirba (2024). Starbucks' social image is severely harmed, and the corporation may lose potential customers, as a result of suppliers using unethical methods to meet its production needs.According to Stoian, M. C., & Plakoyiannaki, E. (2024), corporate social responsibility (CSR) encompasses more than just integrating social, environmental, human rights, and consumer concerns; it also has a connection to business operations and the execution of fundamental strategy. Therefore, Starbucks needs to realise that it has ethical issues in its choice of suppliers.

[bookmark: _Toc25295]3.0 Conclusion
Two points of view regarding the discontent with Starbucks' current management are presented in this paper. First, Starbucks faces two challenges in establishing its pay structure: flexibility and level disparity. The internal work productivity of businesses has been significantly decreased by these two issues, which have also significantly hampered employee enthusiasm. 

Additionally, the loss of top personnel and challenges with recruitment are the biggest grievances in HR. The enterprise's internal work efficiency is severely limited when top personnel leaves, which also has a detrimental effect on the management of the company.

Finally, in the supply of products, suppliers have serious ethical problems in the supply process, which has seriously damaged the international image of enterprises and reduced the social image of enterprises.

[bookmark: _Toc5035]4.0 Recommendation
[bookmark: _Toc23311]4.1 Improve the compensation system and protect the rights and interests of employees
By implementing the dual criteria of performance and market to modify pay and make sure that workers' earnings reflect their individual contributions while also keeping up with industry trends, Starbucks may further enhance its compensation structure. Simultaneously, the business has implemented an equity incentive program to enable staff members to benefit from company expansion. In order to improve work-life balance, we have improved mental health support, fortified health insurance, and instituted a flexible work schedule. These programs increase workers' feeling of community and productivity, which will support Starbucks' efforts to draw and keep exceptional talent and foster long-term business growth.
[bookmark: _Toc29668]4.2 Optimize the internal management, improve the confidence of employees
First and foremost, Starbucks' human resource managers must use suitable incentives to keep employees from leaving the company, especially when it comes to highly qualified individuals.According to Alkhalaf, T., & Al-Tabbaa, O. (2024), improving incentives inside a business might encourage staff members to come up with fresh concepts. Consequently, incentives are somewhat tied to the firm's long-term growth.Positive communication is one way that managers can inspire their staff, as demonstrated by Sharma, S., & Lenka, U. (2024). In the meantime, Stavreva, A. (2024) demonstrated that employee motivation is significantly impacted by the management style of managers. Bonuses, job promotions, and holidays are frequent strategies for businesses to motivate their employees. Nevertheless, since society has evolved, some businesses will continue to offer upscale travel through equity incentives. As a result, providing the required incentives to employees can boost their trust in the company and guarantee its continued operation.

According to Mintzberg's managerial roles theory, HR managers should also take on the role of leader in order to inspire and retain talented staff members.According to Jooss, S. et al. (2024), talent management has unlimited value for the organization and is intimately linked to enterprise strategic management. Employee incentives can be a useful tool for businesses looking to increase employee retention, particularly for highly qualified and talented workers. By making the enterprise market more competitive, these workers can increase the company's market share. Thus, improving system management and corporate management style might aid in resolving issues within the company.
[bookmark: _Toc9619]4.3 Strengthen supplier management
Starbucks should improve its supplier management by promoting sustainable development to lessen its environmental impact, strengthening technical cooperation and exchanges with suppliers to jointly improve product quality and reduce production costs, and establishing stringent screening and evaluation standards to guarantee that suppliers meet high quality standards. These programs will protect product quality, increase business competitiveness, and assist Starbucks in creating a reliable and effective supply chain system.
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The competitive status quo of Starbucks



[image: ]
Starbucks has seen a huge brain drain
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Starbucks employees are complaining about inadequate working equipment at their stores
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Starbucks’ new CEO Brian Niccol is facing stressed-out baristas who gripe they are being thrown into
“skeleton” crews as they scramble to meet a barrage of coffee orders, according to a report.

Only about a third of Starbucks baristas said their stores are consistently staffed well, and staffing
problems are the chain’s worst issue, according to an internal survey of the chain’s 10,000 US locations

“We are constantly only given a skeleton staff,” one employee wrote in the survey comments section, as
seen by Bloomberg.

In addition to understaffing, less than half of employees polled at the Seattle-based coffee giant said their
store has reliable machines for grinding and brewing java — creating further logjams.
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Competition

Our primary competitors for coffee beverage sales are specialty coffee retailers and shops. We believe that our customers
choose among specialty coffee retailers and shops primarily on the basis of product quality, brand reputation, service and
convenience, as well as price. We continue to experience direct competition from large competitors in the quick-service
restaurant sector and the ready-to-drink coffee beverage market, in addition to both well-cstablished and start-up companies in
many international markets. We also compete with restaurants and other specialty retailers for prime retail locations and
qualified personnel to operate both new and existing stores.

Our coffee and tea products sold through our Channel Development segment compete directly against specialty coffees and teas
sold through grocery stores, warehouse clubs, specialty retailers, convenience stores and foodservice accounts and compete
indirectly against all other coffees and teas on the market.
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* The loss of key personnel or difficulties recruiting and retaining qualified personnel or effectively managing changes in
our workforce could adversely impact our business and financial results.
Much of our future success depends on the continued availability and service of key personnel and employees. The loss of any

of our executive officers or other key senior management personnel could harm our business. Our success also depends
substantially on the contributions and abilities of our retail store employees upon whom we rely to give customers a superior in-
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store experience and elevate our brand. Accordingly, our performance depends on our ability to recruit and retain high-quality
management personnel and other employees to work in and manage our stores, both domestically and intemationally. Our
ability to do so has been and may continue to be impacted by challenges in the labor market, which has experienced and may
continue to experience wage inflation, labor shortages, increased employee tumover, changes in availability of our workforce
and a shift toward remote or hybrid work arrangements. Our ability o attract and retain corporate, retail and other personnel is
also acutely impacted in certain international and domestic markets where the competition for a relatively small number of
qualified employees is intense or in markets where large high-tech companies are able to offer more competitive salaries and
benefits. Additionally, there is intense competition for qualified technology systems developers necessary to develop and
implement new technologies for our growth initiatives, including increasing our digital relationships with customers. If we are
unable to recruit, retain and motivate employees sufficiently to maintain our current business and support our projected
‘growth, our business and financial performance may be adversely affected.





