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[bookmark: _Toc147958190]Introduction
All businesses need employee resources and development since they are critical to their performance (Lew & Wong, 2002). The area of human resource management known as employee resource management is concerned with hiring and firing people as well as managing their performance and potential while they work for the company.The reader will be able to learn about people resources, development, and other topics after reading the report.
[bookmark: _Toc147958191]Personnel experts' roles in various industries and SME's
Human resources are crucial to a corporation. They hire and fire employees and ensure the organisation follows laws. This is likely because small businesses must prioritise compliance activities to avoid financial or legal consequences owing to limited resources (Zhao, 2018). However, larger companies may support strategic HR initiatives that boost competitiveness and performance. More discussion follows:
Resources or the lack thereof: One major difference between big and small organisations is resource availability. Small businesses have limited resources, such as a one-to-three-person HR team and a short budget, due to their low income.
Procedures for hiring and keeping employees: Even though hiring and retaining employees takes a lot of time, small and big businesses have quite different hiring and retention procedures.
Level of responsibility: In the context of small firms, it is common for owners and managers to assume many roles, particularly in the domain of human resources (Yuyan & Nedelea, 2019).
Organizational structure: Large organisations have a clearer hierarchy. Their HR department is affected. HR is a little cog in a huge wheel that powers the firm.Unlike bigger organisations, smaller ones sometimes lack processes and structures (Yuyan & Nedelea, 2019).


[bookmark: _Toc147958192]SWOT analysis
The following is the SWOT analysis of Rosewood Beijing.
[image: C:\Users\hp\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\E9559EA.tmp]
Strengths
The company has a robust presence in both the local and international markets. The term "rosewood" refers to a type of hardwood that is highly valued for its Beijing is a prominent player in the global hotel industry, with a strong local market presence not just inside China but also across other foreign destinations.Given the presence of formidable developing competitors, the corporation may use this specific advantage to solidify and enhance its market domination (Lam, Ho, & Law, 2015).
Weaknesses
The marketing approach used by the corporation has been lacking in many aspects.Marketing is a commonly used strategy by corporations and enterprises to generate awareness about their goods and services. However, if not handled with precision, it may result in significant repercussions and harm to the organisation.
Opportunities
Due to globalisation and the desire to connect, more people are travelling every day, creating demand for business reservations and accommodations. Rosewood Beijing may grow into third-world nations and sign long-term contracts since many are still striving to build five-star hotels.
Threats
The entry of new companies into the market, along with improvements in technology and industry knowledge, presents a serious threat to the firm's ability to grow.fixed-price agreements. Rosawood Beijing's fixed-price contracts with other businesses in the sector and outside provide the majority of its income (Rein, 2014).
[bookmark: _Toc147958193]PESTEL Analysis 
[image: C:\Users\hp\AppData\Local\Microsoft\Windows\INetCache\Content.MSO\FE31D988.tmp]
Political
The hotel sector has risen due to some of these factors, but taxes remain unresolved. Due to its relationships with its neighbors—the Philippines, Vietnam, and Japan—China and its friends are at odds. Political factors include trade restrictions, labour laws, environmental legislation, and trade policies affect Rosewood Beijing (Pine & Phillips, 2005).
Economic
The state has benefited greatly economically from the increase in private spending over the last five years as well as the significant acceleration of gross capital creation. The government has specifically implemented incentives for all vendors in the hotel industry, which has had a favourable effect on the company.
Social
The elderly population has slowed China's economic growth. Human trafficking, criminality, and violence have increased in the recent decade, making prospective investors wary of investing. These social difficulties have caused much disruption in the country, causing many foreign investors to leave (Cai, 2004).
Technological factors
Businesses in the current world are evolving at a rapid pace, along with technology features. Businesses operating in nations with higher levels of technical development often enjoy more success and competitiveness than those operating in less developed nations.


Environmental
Environmental variables, such as raw material availability, business ethics, long-term viability, pollution reduction goals, and energy resource management, are crucial. Chinese government emphasises business ethics, fostering fair competition and raw material acquisition (Mak, 2008).
Legal
China is a leading Asian nation in defending rights, providing fair judicial decision-making, preserving intellectual property, and regulating the product market. Rosewood Beijing is expected to profit from Brexit's ease of access to the UK's market (Li, Wong, & Luk, 2006).
[bookmark: _Toc147958194]Major features of national and international employment markets
Globalisation has made the work market increasingly multicultural, requiring a thorough awareness of cultural differences. According to the survey, organisations should understand local and cultural conditions and job seekers' motives in each international labour market they target.  How are employment marketplaces changing?
Growth of the Service Sector: Over the last ten years, the service industry has grown significantly, creating a large number of new employment in industries including healthcare, hotels, and education.
Changing Demographics: The American workforce has changed significantly in the recent decade. The workforce is becoming more diverse, with more women, minorities, and elderly workers (Chan & Wong, 2007).
[bookmark: _Toc147958195]Technology's impact on firms' hiring procedures
In today's dynamic business climate, staffing organisations use people-first staffing tactics to attract, engage, and retain top personnel. This blog post enables people-first staffing strategies.
Improving Candidate Sourcing and Screening: Staffing companies sometimes struggle to recruit qualified workers for their clients fast. AI simplifies the recruitment process to increase application quality and save time and money.
Personalising Candidate Experiences: A person-first hiring strategy values applicants' experience. Technology is needed from first contact through onboarding to customise these experiences.
Enabling Efficient Workforce Planning: A key element of employment that prioritises people is efficient workforce planning. Technology may be used by staffing firms to evaluate and analyse data in order to identify talent needs.
Facilitating Crowd Staffing: The concept of crowd staffing has emerged as a disruptive phenomenon within the staffing industry, as seen by its growing popularity (Jayaraman, 2010).
Improving Collaboration and Communication:  Project management software, collaboration platforms, and video conferencing technologies help recruiting companies, customers, and applicants collaborate (Rahman, 2017).
[bookmark: _Toc147958196]Socialising employees, managing diversity, and developing business activists
[bookmark: _Toc147958197]Diversity Management: Policies and Practices
Organisations that actively promote diversity must also establish and enforce policies and practises that safeguard workers' rights and maintain compliance with governmental legislation.
Considering the ramifications of corporate policies and practises on a varied range of personnel is of utmost importance for an organisation. It is recommended that organisations provide mechanisms, such as surveys and suggestion boxes, to facilitate the provision of feedback by workers. This approach may be helpful in enhancing comprehension of employee perspectives about diversity policy.


Documentation Of Policies And Procedures
The act of thoroughly documenting diversity policy serves as a very efficient method for conveying an organization's positions and perspectives towards diversity. Once the specific plans have been prepared for implementation, it is advisable to include comprehensive policy papers into the employee handbook.
Zero-Tolerance Policy
Off-color remarks on gender, sexual orientation, race, or religion must be dealt with zero-tolerance policing in a diverse workplace. In today's workplace, there is no place for derogatory remarks, teasing, and bullying of workers for whatever cause. It is important to establish policies to deal with misbehaviour and let staff members know that they won't put up with it.
Sensitivity Training
To create harmony in a diverse workplace, employees must understand cultural sensitivity and how to get along with a wide variety of individuals.
Stay Abreast Of Diversity Laws  
The effective management of diversity within the workplace necessitates firms to be updated on evolving employer-related legislation and trends, particularly those pertaining to diversity. It is important for organisations to engage in periodic evaluations of their internal policies, particularly those pertaining to harassment and equal opportunity, in order to ensure their alignment with the latest laws and regulations.
[bookmark: _Toc147958198]Processes of managing performance
Organisational goal setting: The corporate leadership team must first set goals and objectives for a performance management cycle.
Employee goal setting: A performance goal for the period is then set with the employee and manager in consultation.
Creating a development plan: After setting objectives, the employee and management may design a personal growth plan. This covers skills, knowledge, and attitudes an employee needs to progress to attain objectives.
Job description review: After setting objectives, the employee and management may design a personal growth plan. This encompasses abilities, knowledge, and behaviours an employee needs to progress to attain objectives (Shi, Wall & Pain, 2019).
[bookmark: _Toc147958199]Innovating new working practices in organization
Scrum early and often: Daily obstacles arise, so start the workday by tackling them. Scrum master-led scrums are agile processes where small teams evaluate and solve issues.
Encourage agility through mobility: Employees no longer sit for eight hours. Start utilising your full office.
Make remote work seamless: Worker perks like remote work have long been desired. A standard is emerging. Companies must empower remote employees and welcome them.
Foster interdepartmental synergy: Taking data out of silos and looking at the workplace holistically has been crucial to enhancing the contemporary office.
Appropriate the hackathon mindset: Another Silicon Valley trend is hackathons. Break it, improve it, or solve an issue is the topic (Zheng, 2019).
[bookmark: _Toc147958200]Individual learning styles; business employee retention and engagement
Many individuals use two or three of the four primary learning styles. The following learning methods use VARK.
The various learning styles from the VARK method include:
· Visual learning styles
· Auditory learning styles
· Reading and writing learning styles
· Kinaesthetic learning styles


i) Kinaesthetic Learners
Kinaesthetic learners learn via touching, seeing, smelling, hearing, and tasting.They learn best by doing the work and enjoying group sessions.
ii)Visual Learners
Visual learners learn by seeing before doing. Visual learners remember knowledge through visual cues and resources
iii) Auditory Learners
· Learning by doing helps auditory learners.
· Active discussion and instructions are best for aural learners.
iv) Read and Write Learners
Read and write learners read and write material or instructions in their own terms (Hou, Cao & Liu, 2018).
[bookmark: _Toc147958201]Linkages between individual and organisational learning
The exploration of connections between individual and organisational learning is just a partial examination within the broader domain of comprehensive organisational learning research. The interactions between these variables are characterised by a more intricate conceptualization, which is evident in the presence of a mediating variable that is believed to influence the presumed relationship. Mediation occurs when the relationship between an independent variable and a dependent variable is transmitted via the involvement of a third variable.From an individual's viewpoint of learning, a mediator is seen as the underlying cause, but from an organisational one, it is regarded as an outcome or result. Therefore, the inclusion of presumed relationships in a conceptual framework of a mediating variable would provide further benefits in respect to the aforementioned issues for the holistic understanding of organisational learning (Grünig & Morschett, 2017).


[bookmark: _Toc147958202]Ethics, professionalism, equal opportunity, diversity management
The comprehensive definition of "professionalism" encompasses the behaviour, objectives, or attributes that distinguish or signify a certain profession or an individual belonging to that profession. This statement suggests the presence of a certain level of craftsmanship or service excellence. However, in actuality, the focus is on ethical conduct within the professional environment. It is widely recognised by organisations that maintaining a professional and ethical reputation is crucial for achieving success, as it significantly impacts their overall performance. Consequently, organisations strive to retain employees who exhibit the highest levels of professionalism. Professionalism encompasses the principles of ethical achievement and impact. Cultivating a reputation for exceptionalism and consistently demonstrating professionalism in all situations may provide opportunities for advancement, both within one's professional sphere and in personal pursuits.The distinction between moral and ethical conduct is essential due to the expanded range of value-based responsibilities that individuals encounter in their professional capacities, as opposed to the resolution of value-related challenges in their personal spheres (Djabatey, 2012).
[bookmark: _Toc147958203]Conclusion
HR is the foundation of good organisational management. HR is crucial to recruiting, hiring, and keeping talented employees for corporate success. It enforces labour rules, reduces legal risks, and promotes workplace fairness. All firms need employee resourcing and development to succeed.In this paper, people specialists' roles in different industries and small, medium, and big firms are examined from the perspective of Rosewood Beijing.
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