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[bookmark: _Toc8232696]1.0 Executive summary
ZHONGYA Appliance City is a local home appliance retailer in Tongcheng county, Xianning city, Hubei province, China. It has been the largest home appliance retailer in the region since it opened in 2004.Since Suning entered the Tongcheng market in 2014, ZHONGYA Appliance City has lost part of its market share. Therefore, it is urgent to improve its market competitiveness.

This organisational consultancy project is aimed at:
· According to the questionnaire survey of the employees and interviews with the managers, the problems of human resources in the ZHONGYA Appliance City were determined.
· Put forward some feasible Suggestions for ZHONGYA Appliance City 's training policy
· Put forward some feasible Suggestions for ZHONGYA Appliance City 's compensation policy
The ultimate goal is to improve the market competitiveness of ZHONGYA Appliance City by improving employee performance to face the challenge and pressure from Suning.


























[bookmark: _Toc8232697]2.0	Introduction
[bookmark: OLE_LINK2][bookmark: OLE_LINK1]ZHONGYA Appliance City is a home appliance retail store. The store is located in Tongcheng county, Xianning city, Hubei province, China. ZHONGYA Appliance City. The ZHONGYA Appliance City has about 20 employees, including 9 salespeople. ZHONGYA Appliance City store is the largest home appliance retail store in Tongcheng county, with a high market share and a large number of customers. But since 2014, when Suning appliance opened a store in Tongcheng, it has become the largest seller of home appliances in the city (SUNING, 2014). The market share of ZHONGYA Appliance City decreased year by year. Therefore, the report will give the special focus on Improve the competitiveness of ZHONGYA Appliance City. Improve store competitiveness and sales in terms of employee performance. Make clear the human resource problems in ZHONGYA Appliance City, and propose solutions and Suggestions.

Suning is the largest commercial retail enterprise in China. Relying on the advantages of online and offline platforms, suning takes the lead in implementing O2O (Online To Offline) model in the industry, operating categories covering household appliances, 3C, maternal and infant products, general merchandise, supermarkets, clothing, etc (SUNING, 2019).

The whole report is made up of five parts. It is first a brief introduction, which briefly introduces the project background, and then describes the expected project objectives of the consulting project results. After that, it will introduce the existing human resource problems and findings in ZHONGYA Appliance City and make Suggestions based on them. The report is appended with a conclusion and appendix.

[bookmark: _Toc8232698]3.0	Project Objectives
The purpose of this project is to enhance the competitiveness of the company by improving the internal human resource management of the organization, so as to face the challenges from Suning. To be more specific, the project objectives are listed as follows:
1. Identify human resource issues within the organization
2. Design a training policy for the organization -- improving the sales skills and performance of employees
3. Design a compensation policy for the organization--Improve sales employee satisfaction and engagement

[bookmark: _Toc8232699]3.1 Research Methodology
Primary research (field research) involves gathering new data that has not been collected before. For example, surveys using questionnaires or interviews with groups of people in a focus group (BBC, 2019). Only primary research was used in this study. The main methods are questionnaire survey for 9 sales employees and interview for 3 managers. The main content of the questionnaire is to ask employees' opinions on salary and their demands for training. The questions are mainly about the organizational structure, human resource structure, and leaders' opinions on the existing salary system and training system. The sample and results of the questionnaire are given in the appendix.
[bookmark: _Toc8232700]4.0	Findings and critical analysis
Primary research obtained through interviews with organizational managers and questionnaires on employees and analysing the collected data under the theoretical frameworks. The researcher came to the conclusion that ZHONGYA Appliance City has huge problems in human resource management and needs a new training policy and salary policy.
Nine questionnaires were issued and nine were returned. All are valid questionnaires. 
[bookmark: _Toc8232701]4.1 Human resource management issues in the organisation
[bookmark: _Toc8232702]4.1.1 Managers lack awareness of human resources
The concept of human resources of ZHONGYA Appliance City managers still stays on the traditional definition of enterprise personnel management, and the traditional concept of enterprise personnel management and modern enterprise human resources management have great differences. Traditional enterprise managers think that human resource management only including staff recruitment, staff training, staff performance appraisal, compensation and rewards and punishment system and enterprise labour relations with employees, this concept is still based on concept of personnel management, from the ideological concept has not yet established a people-oriented enterprise human resources management idea, is also a lack of attention to individual creativity.

Due to the particularity of the development of small and medium-sized enterprises and the limitation of resources, people have little awareness of the human resource management of small and medium-sized enterprises. (Xing, 2019) Lead to managers have increased investment in enterprise technology research and development, production and product sales. The investment in human resource development is included in the cost of the ZHONGYA Appliance City, which equates the input of human capital with the purchase of new equipment and the introduction of new products. Manager of the ZHONGYA Appliance City fail to realize that modern human resource management is a kind of resource rather than a kind of capital, and managers often fail to notice that human resource also has the characteristics of value-added.

[bookmark: _Toc8232703]4.1.2 The organisation lacks a corporate culture
[bookmark: OLE_LINK3][bookmark: OLE_LINK4][bookmark: _Hlk8225606]Corporate culture is constantly condensed and precipitated in the long-term business practice, which reflects the values and spirit of the enterprise and can strongly influence the behaviour and habits of employees (Baozhong, 2019). However, the leaders of ZHONGYA Appliance City do not pay attention to the construction of enterprise culture, managers cannot really understand what are the enterprise culture and what is the importance of enterprise culture. According to the results of the questionnaire, 78% of the sales staff work for the sake of working, and consider themselves to be working for the enterprise. Instead of taking individuals as part of the enterprise, they believe that there is no relationship between their own development and the future development of the enterprise, which will lead to the inconsistency and ambiguity between the individual value concept and the enterprise concept. As a result, it is difficult to form a strong corporate cohesion within an enterprise to attract and retain senior talent. This, to a certain extent, leads to low efficiency in the internal management of human resources in ZHONGYA Appliance City.

[bookmark: _Toc8232704]4.1.3 The human resource management system is incomplete
Human resource management is an important part of enterprise business strategy, including human resource planning, employee performance management, enterprise recruitment, employee training, enterprise salary management and enterprise internal culture construction and other functions (Baoling, 2019). However, the human resource management of ZHONGYA Appliance City still stays in the surface layer of affairs, and has not established a systematic, comprehensive and reasonable human resource management system, resulting in insignificant organisational management effect. At the same time, there is no necessary integration of the original talent selection mechanism, talent reserve plan and personnel training. At one point, the plan and reforms stalled within the company.

[bookmark: _Toc8232705]4.1.4 Insufficient emphasis on employee training
Employee training can not only improve the quality of employees, but also motivate and retain employees, which is an effective method summarized by the long-term experience of enterprises (Manni, 2018). ZHONGYA Appliance City mainly faces three problems in training. First, the importance of staff training is not fully understood. Managers still regard staff training as a kind of cost, while staff training is a venture investment with a high rate of return from the perspective of future development. Second, investment in training is woefully inadequate. According to interview, home appliance city spent less than 50 £ on training nine sales staff in 2018. The 3rd it is ZHONGYA Appliance City does not have fixed groom place, strict groom a system, include groom plan, goal, the groom of ZHONGYA Appliance City is a kind of short-term behaviour only.

[bookmark: _Toc8232706]4.1.5 Lack of effective incentive mechanism
[bookmark: OLE_LINK5][bookmark: OLE_LINK6][bookmark: OLE_LINK7]Different employees need different welfare schemes and incentive mechanisms. Small and medium-sized enterprises are difficult to be detailed and specific due to their relatively weak management foundation( (Haiying, 2019)). ZHONGYA Appliance City at the same time the incentive is equal to rewards and punishment, for example, in one month, employees with the best attendance will be given a bonus and those who are late will be fined. Such a practice will make the organization fundamentally lack long-term, effective incentive mechanism, at the same time incentive way is also too simple. 78% of employees wanted more diverse rewards. At the same time, leaders of ZHONGYA Appliance City often decide the incentive measures or behaviours of employees, and employees of the organization rarely have decision-making power. This practice will make employees feel confused about work performance, and the incentive policies cannot achieve the expected effect of the enterprise leaders.

[bookmark: _Toc8232707]4.2 The importance and necessity of training policies 
[bookmark: _Toc8232708]4.2.1 Improve employees' sense of identity with the organization
According to the questionnaire, 67% of sales staff want to be trained and acquire more skills. This shows that the purpose of most employees' work is to realize their own value, and training can not only provide new knowledge and skills for employees, but also enable them to be competent for more complex work in the future, so as to improve their own value. Human resource training can not only meet the material needs of employees, but also enable them to obtain a sense of achievement and identity, so that they will love their work and the enterprise more. Then, in order to achieve their goals, they will keep learning knowledge and skills, thus forming a good cycle. In addition, after human resource training, it can not only improve the knowledge and skills of employees, but also make them feel the attention and care of the management, so as to enhance their self-confidence and sense of self-identity, make them work harder and achieve higher performance.

[bookmark: _Toc8232709]4.2.2 Improve employee performance
In the training of human resources, employees can have access to more knowledge and skills, such as the organization of knowledge and understanding at all levels by enterprises and departments, so that employees can have better efficiency in their future work and improve their work performance and that of enterprises (Ying, 2019). Besides, human resource training can not only improve the quality of employees, their knowledge reserve and skill level, but also change their working attitude and make their work more perfect, so as to effectively improve the overall performance of ZHONGYA Appliance City and achieve the development goal of ZHONGYA Appliance City. And improve the competitiveness and position of ZHONGYA Appliance City in the market, so as to better face the challenge from Suning appliances.

[bookmark: _Toc8232710]4.2.3 Establish excellent image organisation
Human resource training is a key factor for the formation of values and cohesion of employees. It can not only endows an enterprise with rich and excellent corporate culture, but also sets up a good corporate image (Ting, 2019). If a company has a scientific and systematic training mechanisms, not only will be formed mature enterprise image in society , will also be able to attract a large number of outstanding talents, such as IBM's "the devil training camp", because there are a large number of training opportunities, and to set up the development of long-term and reliable image, so has great advantage in the competition of human resources (HRsee, 2016). In the process of human resources training, enterprises can not only guide employees'values, but also form standardized behaviour habits, so that employees consciously do their own work, so as to create a harmonious and harmonious working environment and atmosphere. Human resources training can effectively improve the staff's sense of identity, existence and responsibility in the company, thereby enhancing the relationship among enterprises, ordinary employees and managers, and cultivating the cohesion and dedication of the enterprise team. Moreover, in the training of human resources, employees at all levels of the enterprise can interact well, so as to strengthen mutual exchanges, which can not only form a strong cohesion, but also create a highly unified and progressive harmonious corporate culture. In addition, in the training process, the enterprise culture can be adequately disseminated, so that the goal of organizational leaders can be conveyed to every employee's mind.

[bookmark: _Toc8232711]4.3 The importance and necessity of compensation policies
[bookmark: _Toc8232712]4.3.1 Scientific, reasonable and efficient compensation management has the function of stimulating and guiding

According to Maslow's hierarchy of needs theory, employees have different levels of needs in different periods, and the satisfaction level of the same level of needs is also different (McLeod, 2007). Therefore, in order to meet the high level of demand, employees need to pay more costs and hope to get more compensation. The essence of compensation is to provide equivalent compensation for employees' hard work, and the level of compensation is determined by the quantity and quality of work provided by employees. Therefore, compensation plays a certain role in stimulating and guiding employees in meeting their needs. First, it can improve the work enthusiasm of employees, so that they can maximize their physical and intellectual potential; Second, the increase or decrease of salary will guide employees to change their thoughts and behaviours towards the direction recognized by the enterprise.

[bookmark: _Toc8232713]4.3.2 Can optimize the enterprise human resource management and improve the overall management level of the enterprise

Salary management is an important part of human resource management, and employees have a strong sensitivity to salary (CIPD, 2019). Therefore, scientific and reasonable compensation management can not only improve the life and work satisfaction of employees, but also improve the compensation system can enhance the efficiency of human resource management, so as to optimize human resource management and make it more scientific and reasonable. At the same time, perfect salary management on the one hand eliminates the dissatisfaction of employees, improve their sense of belonging to the enterprise; On the other hand, a perfect performance evaluation mechanism can not only stimulate the subjective initiative of employees, but also improve the overall management level of the enterprise, which is ultimately conducive to the harmonious development of the organisation.

[bookmark: _Toc8232714][bookmark: OLE_LINK8]5.0 Conclusions 
ZHONGYA Appliance City is facing the challenge from Suning appliances. Therefore, in order to maintain the market share in the local market, it is necessary to increase their competitiveness. Since home appliance city is a retail store, improving employee performance is the most effective way. After the researcher conducted a primary research, it was found that the ZHONGYA Appliance City needed to clarify the human resource functions, as well as a training policy and salary policy.

[bookmark: _Toc8232715]6.0 Discussions and recommendations
[bookmark: _Toc8232716]6.1 On the construction of human resources in the ZHONGYA Appliance City
[bookmark: _Toc8232717]6.1.1 Put human resource management at the top of organisation strategy
In order to gain market competitiveness, ZHONGYA Appliance City must attach great importance to human resource management and recognize the important role played by human resource management in enterprise development. Leaders should re-establish the concept, promote human resource management to the strategic level of the enterprise, and gradually establish a modern human resource management and governance mechanism. The functions of human resource management in selecting, retaining, developing and allocating talents should be given full play. At the same time of establishing and improving the mechanism, ZHONGYA Appliance City should also improve the quality of the staff, build a high-quality human resource management team, and steadily improve the comprehensive level of ZHONGYA Appliance City 's human resource management.

[bookmark: _Toc8232718]6.1.2 Establish a harmonious and profound corporate culture
The choice of HRM mode, concept and mechanism is influenced by corporate culture (Haitao, 2019). A deep corporate culture can connect employees and the goals pursued by the company ideologically, so that every employee has a strong sense of belonging and honour. Mature corporate culture and corporate culture management mode can regulate employees to form common values and individual behaviour, so that the enthusiasm and initiative of employees can be given full play. At the same time, the attitude and behaviour of employees are influenced by the corporate culture. The profound corporate culture influences employees' final views on the enterprise from the perspective of ideology. Meanwhile, the leadership style and organizational structure of the enterprise are also influenced by the corporate culture.  These factors together determine whether the enterprise can retain senior talent. Therefore, ZHONGYA Appliance City should establish a sound enterprise system and change the unfavourable factors in human resource management. Positive corporate culture can create passionate working space and environment, motivate employees to have strong pursuit and expectation, fundamentally improve the quality and working ability of employees, and thus improve the sales volume of ZHONGYA Appliance City.

[bookmark: _Toc8232719]6.1.3 Invest more in human resources
As the most basic condition for the formation of human capital in an enterprise, human resource investment is mainly about making full use of human resources, creating opportunities for employees to communicate and communicate, training employees and providing an innovative environment for them (Wen & Lu, 2012). The current situation that faces home report city and difficulty. ZHONGYA Appliance City needs to be psychologically real treat employees as is the most precious resources of enterprise, as the most harmonious development partners, try to overcome of backward thinking, change the current situation of employee training actively, from oneness and periodically to the organizational and systemic transformation, to increase the staff's technology, management and other aspects of the cultivation, the learning organization is formed within the enterprise, for the enterprise to obtain more competitive advantage, to the human resources investment as a strategic investment of enterprises, and should not be regarded as the burden of the enterprise, so that the sustainable development of the ZHONGYA Appliance City, get advantage in the fierce market competition.

[bookmark: _Toc8232720]6.2 Recommendations on training policies
[bookmark: _Toc8232721]6.2.1 Fully understand the significance of training
Business leaders is to determine the important part of enterprise development direction, so business leaders must be combined with its own energy, from the perspective of strategic development to fully realize the importance of human resources training and value, that is to say, should be from the enterprise development strategy, enterprise reform, enterprise integration and so on to realize increase employee competencies, strain capacity and the importance of cohesion (Qian, 2019). As a leader of an enterprise, ZHONGYA Appliance City needs to think dialectically about training. Although training requires a lot of human, material and financial resources, the subsequent benefits are far greater than the investment. Therefore, enterprise leaders should fully realize that human resource training is an investment that needs long-term persistence.

[bookmark: _Toc8232722]6.2.2 Fully analyse training needs
Analysis of training needs, in fact, refers to the design of training activities, the need for each department's staff objectives, knowledge and skills and other aspects of a systematic identification and analysis, so as to determine the content, method and object of training (CIPD, 2018). To be specific, the enterprise needs to find the connection and difference between the actual work and the ideal goal through the steps of problem investigation, diagnosis and analysis of prediction factors and trends, and find out the cause of the problem, so as to find out the potential training requirements. In addition, in the process of determining the training content, the traditional practical ability training needs to be transformed into the improvement of comprehensive quality. Therefore, relevant departments should also appropriately adjust the training content to make it more targeted, such as ensuring the application content and increasing the content of personality health and corporate culture. For the training object, the training requirements should be implemented between each department and employees, and follow the principle that any employee needs training.

[bookmark: _Toc8232723]6.2.3 Build a training risk prevention mechanism
Admittedly, there are some risks in corporate human resource training, which is also an important reason why many enterprises are reluctant to carry out training. Especially, when enterprises spend a lot of energy and financial resources to train excellent talents, their job-hopping will bring huge losses to enterprises. Therefore, it is necessary to establish a sound risk prevention mechanism before carrying out human resource training. On the one hand, a paid training method can be implemented, that is, before carrying out the training, employees should pay part of the current expenses in advance, especially the training of some academic qualifications and overseas study trips, etc., which need to spend a large amount of money. After the employees have completed their studies and served the company for a certain period of time, the company will return the training fee to the employees, which can not only effectively avoid training talents for other companies, but also effectively promote the development and utilization of the company's human resources. On the other hand, we can establish a standard employment system, so that the skills of the staff can be fully developed, and establish a scientific and comprehensive tracking assessment, performance assessment and resource file management system, so that the results of training can be timely transformed and applied.

[bookmark: _Toc8232724]6.3 Recommendations on remuneration policy
[bookmark: _Toc8232725]6.3.1 Build a highly efficient salary assessment system
Fair and easy to quantify, easy to operate the salary assessment system, is to play the role of salary incentive and restraint mechanism (Jing, 2019). Therefore, to build a highly efficient salary assessment system, the key performance assessment indicators should be determined to enhance the executability of the assessment system. Secondly, we should enhance the fairness of salary assessment, appropriately broaden the participants of salary assessment, and truly realize the fairness and rationality of salary assessment. Once again, after the completion of the salary assessment, rewards and punishments should be cashed in accordance with the assessment results, so that the salary assessment system can really play a role of incentive and restraint, and then promote the normal development of the ZHONGYA Appliance City.

[bookmark: _Toc8232726]6.3.2 Improve the diversity of employee benefits and enhance employee satisfaction
The difference in corporate welfare can effectively improve the satisfaction of employees. Therefore, when formulating employee welfare policies, we should not only increase economic programs, but also appropriately increase non-economic welfare programs, such as the establishment of various honours and the increase of training opportunities. The diversity of corporate welfare can not only enhance the subjective initiative of employees, but also enhance the emotional belonging and satisfaction of employees to the enterprise, which is more conducive to the long-term development of ZHONGYA Appliance City.
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