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· A detailed analysis identified significant short coming in the HR policies and practices of Saffron Beach Hotel.
· The areas of concern have been the recruitment and selection process as well as their level of employee engagement management.
· Based on the analysis of evidence that was compared with theory in HR , it was determined the recommendations be made for the improvement of recruitment and selection practices as well as employee engagement.
· The following presentation outlines the fundamental requirements that is necessary to be provided to the HR department and their changes to be done to the HR department in order to implement the recommendation.
Notes
In the assessment report of saffron beach hotels it was identified that there are large drawbacks in HR policies and practices of the hotel's specifically focusing on areas related to recruitment, selection and onboarding as well as managing employee engagement. As the report went on to identify the importance of overcoming these issues from a business narrative and perspective it is essential that the recommendations given be put into practice.
To effectively implement the recommendation the HR department will need to go through certain changes both internally to the department as well as the exterior of the department as it functions within the structure of the company. The following presentation has been designed to effectively present the changes that should be done in the HR department that would help to implement the recommendations.
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· Create a standard operating process that can be documented as part of the HR operation process that outlines the practices that will be followed for recruitment selection and onboarding (Hu, 2014).
· Conduct a series of training programs within the HR department using external trainers that are qualified in HR management practices and best practices of the industry (Stone, 2002).
· Restructure processes related to identifying potential candidates, attracting candidates, interview stage, and hiring as well as onboarding processes (van Donk and Esser, 2020).
Notes-  in order for the HR department To improve on the recruitment, selection and onboarding processes it is essential that there has to be some sort of streamlined documentation process that is created which can be followed by all personnel. This will be a standard operating manual which will outline responsibilities and roles for each of the individuals associated with the process. In addition they will be an important necessity to attract new knowledge with regard to best practices and best policies of the industry when it comes to this HR function. Engaging in external training of the HR personnel will bring in the new knowledge and skill requirements that are necessary to improve the recruitment and selection process.
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· Identifying the necessary qualifications for the performance of the job function (Stone, 2002).
· Determining the potential candidates’ requirements and matching this to the facility is being provided for the job (Stone, 2002). 
· Liaising with respective department heads to create the proper advertisement that will attract candidates (van Donk and Esser, 2020).
· Placing the advertisement in specific traditional job advert forums as well as digital forum.
· Creating a specialized process of compiling all the candidates and monitoring the application (Klimoski, 2019).
· Using a method of categorization based on working background, professional qualifications and recommendations that will be given specific ratings, the creation of a shortlist process (Hu, 2014).
Note- in the new standard operating manual the following areas of Comprehending the needs of the employee ,Analyzing the requirements of the advertised job vacancy should be initially done before the advertisement of the job has been prepared. Based on identifying these characteristics the preparation of the job advertisement can be created. It is also crucial that the correct channel of advertising has to be chosen for the right applicants. 
When it comes to operational level employees advertising on Newspapers, Facebook, posters placed nearby the Hotel as well as Accessing a database already created of potential candidates that have been interviewed  previously but not offered post due to enable vacancy. There should also be a process to manage the responses to  every single job advertisement.  Nominating a designated individual with the nominated telephone line and email address to categorize the responses should be done. 
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· Conduct a prior applicant screening in order to identify applicant matches the data that has been provided in the curriculum vitae (Hu, 2014).
· Conduct aptitude test and specialized technical test Where are required in order to determine applicants’ cognitive capabilities (van Donk and Esser, 2020).
· Jobs that have a lower level of complexity and description conduct trial shifts to determine candidates’ capabilities (Klimoski, 2019).
· Proceed to conducting an interview that includes HR representative, department representative and independent representative (Thacker, 2018).
· All of the representatives conducting the interview should be a minimum of 2 to 3 grades higher in designation than the job the candidate is applying for (Brewster, 2019).
· Checking of any references and personal recommendations. Evaluating firework history as well as considering referral letters from previous employers (Hu, 2014).
· In the event no previous employer has made recommendations for obtaining a certificate of character from the candidate’s regional government representative “ Grama Niladari”  as well as police report (Brewster, 2019).
· The selection of the candidate must be ratified by two out of the three panel members for the candidate to be selected (Klimoski, 2019).
· The scoring system that is being allocated will provide  35% for pass working experience and qualifications, 35% for participles performance during the interview and the aptitude test and 30% on work capabilities and Recommendation level.
Notes:- The selection process has to be overseen by the HR department representative of a senior category beyond the range of senior executive or above. This will ensure that the senior level employee is assessing the selection process along with respective department representatives as well as an independent representative. It is also necessary that the selection process is totally unbiased. Using the three member panel will ensure the degree of unbiased evaluation process. The process will also be extremely clinical utilizing A rating scale for each of the primary assessment criteria in the selection process of the candidate.
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· Provide a specialized induction program that is designed to introduce all of the Unique aspects of the hotels Corporation features for the relevant job role (Caldwell and Peters, 2018).
· Assignment of a mentor based on the creation of an official mentorship program (Graybill et al., 2013).
· Setting up the employee into the information delivery system based on the employee's job category and designation (Caldwell and Peters, 2018).
· Providing employees with the necessary training and giving access to resources and tools needed to function in the job role (Graybill et al., 2013).
· Obtaining the feedback from the employee as to the level of integration into the job role and the organization to determine the effectiveness of the onboarding process after 3 months (Fayad, 2014).
Note- During the onboarding process it is crucial that there is an established systematic method of bringing employees into the operational aspects and their cultural integration into the company. This has to be done by providing Employees with the mentor from the designated mentorship program. The company must design a mentorship program and the leadership of the HR department which will identify and train specific persons in middle and senior management levels to operate as coaches and mentors to recruit.
It is also necessary that employees have the proper training program on specialized equipment and they be given access to the necessary resources to fulfil their job function. There should also be a definitive feedback process to determine an employee's perspective on how recruitment selection and onboarding has taken place. This will allow for continuous improvement.
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· Empowering the HR department to take decisions on workplace related issues when it comes to employee wellbeing (Arslan, 2017).
· Conducting a training program using external trainers for HR personnel to better understand the importance of employee engagement (Kocherlakota, 2017).
· Designing a series of metrics that can be used to measure employee engagement by the HR department as an independent entity over the managers and HOD of the company (Kocherlakota, 2017).
· Maintaining a two way communication stream with employees to get feedback as to there are levels of satisfaction and enthusiasm in their respective job function (Yaneva, 2021).
· Ensure the onboarding process conducted by the HR department is efficient and has made a good impression on first time employees (Arslan, 2017).
· Monitor the level of work life balance for operational level employees and ensure a proper downtime is provided within the context of maintaining smooth operations. Work closely with HOD to achieve this (Kocherlakota, 2017).
· Create a channel by which employees can approach the HR department in confidence on certain grievances and concerning issues (Yaneva, 2021).
· Advocate for employee rights and privileges such as healthy meals, exercise time, Vacation time and adequate financial and non-financial rewards. This should be linked with the operations and corporate strategy of the company (Kocherlakota, 2017).
· Provide counselling services and conduct wellness programs such as financial management and mental Wealth Management for employees to create better cohabitation (Yaneva, 2021).
Notes-The HR department must be very active in generating employee engagement. They will need to be the tip of the spear consistently working towards maintaining dialogues with employees through the proper chain of command. It is crucial that the HR department works in tandem with the HOD of the company to ensure that there is no overstepping of authority. Initially the HR department should receive the proper training and guidance on how to create an engaged workforce. This will have to come from external trainers as the HR department has Limited knowledge in this area in the present state. Once the training has been received the designing of a operations manual that is directed at performing some of the key tasks mentioned in the slides will be essential to generating employee engagement .The key tasks will be .
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