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Introduction:
Definition: According to Michael Armstrong(2006) human resource management is a strategic and coherent approach to the management of a company’s valued assets (which are humans working in the organization) and these employees work individually and collectively to the development and success of the organization. 
Human Resource Management, with its aim of coordinating individual employees associated with the organizations in order to achieve collective organizational goals while fulfilling employee needs and consumer satisfaction; has emerged as one of the major organizational area of interest that can sufficiently contribute to the company’s sustainability in the competitive. In fact, Human resources and performance management have been considered as steady sources of competitive advantage, having due emphasis on sustainability (Szymaniec-Mlicka, 2014). However, in order to amplify that competitive advantage, the need of introduction of strategic Human Resource Management and summarisation of Resource Based View is of importance. The purpose of the study is to illuminate the role of Human Resource management in relation with certain aspects such as the influence of leadership and managerial roles, notions of organisational rejuvenation etc., specifically in case of one of the major players in the coffeehouse business, i.e. Café Expresso. Currently the market of UK coffee shops has been witnessing a continuous growth and it is doubtless that this growth is in part due to the branded chain outlets such as Café Expresso which has about 6000 Global outlets (of which 500 are in UK and Ireland) that are responsible for serving at least 35 million customers each week. However, even though the statistics of the company business seem impressive, as for Café Expresso, the company slipped into the third position among the three major competitors of the business after leading the race for almost 15 years. The study aims to identify the reasons due to which Café Expresso had to face the situation and the role of HRM policies which proved to be remarkably helpful in dealing with the situation (Kim et al, 2015). 
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[bookmark: _Toc531087938]The Issues faced by Café Expresso and Factors responsible to remedy the Situation: 
For Café Expresso, the major problem of losing considerable amount of market share to other competitors primarily resulted in their lapse as the foremost organisation in the business. The appointment of chief executive Ben Thompson to deal with the situation can be considered as the first major step of the company in order to deal with the situation. When Thomson correctly assessed the chief problem at an organisational level occurred in the department of HR and thus, he appointed Kam Patel, the Global director of HR who was supposed to bring about considerable change in the structure of the department and the policies that is implemented in order to achieve the goal of re-establishing Café Expresso as the number 1 coffeehouse across the globe envisioned by Thomson. In this context, Boz (2014) suggests at least two types of business integrations which the coffeehouse may aspire to achieve in near future, i.e. Horizontal Integration which refers to acquisition of those businesses which are on the same value chain of the concerned company and Vertical Integration which refers to the acquisition of businesses that are in the same production and this can be both forward and backward. 
However, a great emphasis was put on the internal HR strategy of the organisation keeping aside the external factors and practices. According to Boz (2014), incorporating a strategic management Framework in the organisational structure of the company is essential in order to get a thorough comprehension of internal needs of the organisation. He further argues, by the strategic management Framework, which chiefly relies on the components of SWOT (Strength, Weaknesses, Opportunities and Threats),an analysis of the immediate need of structural replacement or modification can be gained in detail (Szymaniec-Mlicka, 2014). Kam Patel, surveying the aspect of employee performance and contribution came to a conclusion that high rates of employee turnover in the industry and feeble retention main reasons behind the occurrence of the particular situation. Introduction of systems relating to performance management which included components such as needs in objective and development, enhancement of employee behavioural and technical skills, adequate learning processes etc. Focus was also put in generating feedback mechanism involving performance appraisal reports and regular feedback by customers and other peers where incorporated in the process (Boz, 2014). Most importantly Patel implemented the remarkable futuristic approach which plays the transformative role in HR functions by introducing partner resources. In other words, each employee began to be considered as partners of the organisation which of course resulted in grater employee involvement and an improved performance rate and the better communicative atmosphere in the structure. Issues like talent management, retention and resources training and learning development were also those areas which played the crucial roles in refurbishing the department of HR (Berisha Qehaja and Kutllovci, 2015). 
Patel seems to have focused on the VRIO framework of HR Management. This Framework was introduced in 1997 by Berney and Wright and this framework illuminate human resources as being valuable, rare, inevitable, and irreplaceable. The value and variety of the HR department was increased with the introduction of learning and development practices which for instance enabled the newly recruited employees to be encouraged in spending more time on the floor, by spending a day in the developing centre of Cafe Expresso the employees were reported to have learnt about the historical background of coffee and the flourishing condition of the industry. Apart from this these employees where termed as ambassadors of coffee expresso as they took part in the program of coffee master. As far as training is concerned the grooming process involved system of mentoring which means both the barista order coffee sellers and managers were provided the help of our 'buddy' who would engage in ensuring the provision of assistance in the respective tasks of the employees. Perhaps most remarkable e Patel introduced and unique kind of technique of resourcing such as word of mouth marketing and window marketing which means that the selected partners of the company but previously loyal customers (Boz, 2014).This can be considered a rare strategy of the HR to be pulled in a singular organisation. According to Frynas (2015), this partnership approach is capable of ensuring steady involvement of all levels of stakeholders in the company business while employee behaviour and commitment are put under a certain amount of scrutiny in order to strengthen major foundational aspects of the organisation. 
The aspects of in-limitability, along with is irreparability o of human resources, in case of Café Expresso, emerged out of the position of and unique group of partners who have previously mentioned loyal customers of the company sharing a common passion to provide the customers with the coffeehouse experience. The retention strategy which was reflective of high quality and included a number of employee benefits which provider in range then before. Added to this was the provision of making individual opinions of employees and partners hot by the management team and this was insured by the publication of a company magazine entitled 'Partner Voice'. This enabled the associated individuals not only to voice their opinions but play the important role in keeping the partners updated about the organisational activities (Berisha Qehaja and Kutllovci, 2015). 
All of this initiative resulted in making coffeehouse the second most preferred coffee shop, especially in UK and Ireland. This is suggestive of a considerable amount of strategic advancement which enabled the company to sustain in the immensely competitive market (Mathur et al, 2014). As Drouin and Jugdev  (2013) opine, the robustness of the HR strategy primarily dependent on enabling the company to observe a sustainable development which has been seen as one of the key factors in organisational rejuvenation which means the functionality of HR is not confined to making the organisational cost effective but it also can be strategically incorporated to achieve profitability by making the organisation sustainable and Powerful having considerable competitive advantage (Drouin and Jugdev, 2013). Thus, from this case study of Café Expresso a successful example of incorporation of HR strategy in attaining the high pedestal of success can be derived and this example having significant aspect of strategic HR management can help other companies which are looking for refurbishment in the organizational structure and associated internal factors even in different sectors. 
[bookmark: _Toc531087939]Further Development of HR Strategies in ensuring the Continuing Attraction and Retention of Candidates:
The employment of HR policies and practices generally depends on the ‘type’ of HR, according to Kim et al (2015), Human Resource can be classified into at least four categories according to the strategic perspective, i.e. Hard, Soft, Contract-based and Resource-based. While Hard HRM conveys a very practical and instrumental approach by treating the employees as passive resources, the Soft HRM reflects the Humanitarian approach by incorporating collaborative and supportive work atmosphere in the organizational structure. On the other hand, Contract-based HR refers to the practice of hiring and resourcing employees temporarily to get specific projects done and Resource-based HR emphasizes on the internal resources of the organization and endeavors to optimize the full potential of those internal resources that show VRIO Characteristics (Berisha Qehaja and Kutllovci, 2015). 
Adequate HR practices are considered of having the potential of establishing sustained advantage in the competitive market. Extensive research in to academic literature can face several scholarly arguments on the subject among which two are of particular importance. According to Berisha Qehaja and Kutllovci (2015), under the practice of Resource Based View or RBV and the framework of VRIO cannot provide a systematic base for HR development as fundamental individual HR practices can be easily imitated by the rivals. As an alternative to these two components, human resource capital which refers to highly trained and skilled workforce was proposed as the factor which can make the company attain sustained competitive advantage. On the other hand, It has been or argued by Kim et al (2015), effective and measured HR practices alone can bring about considerable amount of competitive advantage in the sustainable market scenario for the company. Here HR practices have been portrayed as opposites of individual practices. Along with this, these practices are considered to be ambiguously unique having the capability of organisational synthesis which enable them to develop organisational competencies (Kim et al, 2015). 
The for the development of HR strategies for Café Expressothe role of Resource Based View or RBV in conceptualizing the key functionality of company resources towards attaining high grounds of sustainability cannot be denied. Though there are some experts who emphasize on the role of the macro environment analysis regarding the five force (Porter's Model, 1980) in securing company market shares as being greater than that of the incorporation of the method of RBV (Drouin and Jugdev, 2013). According to Mathur et al (2013), however, even though the resource-based approach can be considered a tool to complement the aforementioned tools, deficiency of this approach in ensuring sustainable advantage in the competitive market cannot be overlooked. The argument about the resource based approach among the scholars and practitioners makes the implementation of the approach a bit sceptical still, as claimed by Netland and Aspelund, (2013), Strategic Human Resources Management or SHRM combined with the full mentioned approach can answer for the new strategies of HRM which can be beneficial in obtaining the consistency in the performance rate and the market share of the company. 
Frynas (2015) identifies certain threats that can hamper the system competitive advantage of organisations which include the rapid advancement in technology, changing dynamics Global economic environment and globalisation etc. The only manner in which the company cannot just survive in the competitive market but observe remarkable growth in it can be considered as continuous monitoring and revision of the HR strategies so that any kind of stagnation in the market mobility of the company can be avoided and compared to the rival entities it can be up to date and in compliance with the Global context of Strategic Human Resource Management (Boz, 2014).
Encouragement of leadership can we also beneficial for the company as the formation of unable group of managers can push the company towards envision goals having a shared ideology towards making the company rank 1 in the competitive market. It has been opened by several experts that managerial capacity is supposed to keep the organisational process creative and innovative so that any sort of stagnation can be avoided.  In this context, the role of the CEO of the company has to be eliminated (Drouin and Jugdev, 2013). Ben Thompson, being the famous leader of the organisation is required to continuously supervise the management team and associated individuals while having a sharp notice of current market trends and new avenues of business expenditure. It is needless to mention that he is also required to adequately train the chief managers of the company to achieve visionary qualities and creativity in task of accomplishment. 
Capability of change has been considered an eternally important aspect which can ensure sustained competitive advantage (Mathur et al, 2014). Kaufman (2015) argues,with the new technology and other relevant features penetrating the market each dayin the coffee industry business which is known to have an extremely fluid environment, it is necessary for any organisation to enable the mechanism of change in the organisational structure so thata certain amount of adaptability can grow among the employees to embrace change in the structure of tasks they carry on. According to Szymaniec-Mlicka, (2014), the aspect of adaptability should be included in respective training programs conducted to enhance employee performance and capability. These training programs set new learning goals for the employees, tracing the emphasis on the importance of learning and development programs in formulating skilled workforce which, in turn, can show major potential of observing the much needed and anticipated growth in Human Capital, ensuring the foundation of the future endeavours of the company (Netland and Aspelund, 2013).
Perhaps the most important aspect of HR development for such a company as Café Expresso where the company operates directly engage in ensuring employee satisfaction and customer service, lies in developing the communicative and comprehensive skills of the baristas. Even in case of other businesses customer satisfaction is being seen as the major component of achieving huge success in modern trading podium. However, as fast as Café Expresso is concerned, employee investment and provision of quality customer care services in a consistent rate can polish company reputation which will, in turn, generate more consumer loyalty and profitability in the company shares (Mathur et al, 2014). 
All of the variable factors mentioned above if put together in a measured way are not doubt capable of enhancing company business in an unprecedented scale. However, certain lists of the company chiefly posed by the competitive nature of the industry need to be more research upon by the leadership and managerial capacity of the company in order to formulate better strategies which will enable it to eliminate competition. It may be mentioned, that is factor of competition related to strategic human resources management is not only divide for the company to achieve success but it can also be conceptualized as an inspirational factor which enables the company to stay focused and come up with even more functional strategic ideas which are sometimes unique to the field. Furthermore the development of a pool of human capital can be accomplished and with the help of this workforce any imaginable challenge that might come in the way of the company’s business conduction can we strategically dealt with. 
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From the case study on the company of Café Expresso a clear View of the HR strategies and the initial role of the department of HR in successful implementation of the strategies has been discussed and from the discussion human resources can be pointed out as a source of gaining sustained competitive advancement which is also capable of setting in motion the organisation and rejuvenation process as was the case of the concerned company (Frynas, 2015). The above discussion also tries to establish that a resource based view was implemented in case of the company and that enabled its internal renovation and properly resourcing of already existing assets. Kam Patel, the new Global HR director of the company implemented some of the very rare empirical human resources approach and other policies and innovative ideas regarding performance management which perhaps worked just fine for the company due to their uniqueness of unparalleled approach (Szymaniec-Mlicka, 2014). Finally, it can be concluded that Café Expresso did manage to establish their current competitive advancement and the position of the company has since only been lifted and much of the credit goes to the reorganization of HR department and the active endeavours of leadership and managerial capacity. 
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