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HR Report Introduction

This report will be examined on the UK health club company Club and Spa. Formally based in Birmingham, Club and Spa was founded in 2011 with another health club currently located in Bristol.  For years both clubs have been providing unapparelled experience for members and their guests achieving to set new standards being an inspirational health club with unrivalled facilities. However, the Club and Spa Birmingham are now Permanently closed due to unforeseen circumstances. So, I have chosen to do a report on the business located in Birmingham as a HR practitioner and investigate the possible issues as to why Club and Spa Birmingham have now closed their doors to their supporting clientele, members and visitors.
Human Resources are expected to manage each department within large enterprises around the world (Holbeche, 2002). These include talent acquisition and management, compliance and safety of employees, and employee relations and development. I will analyse the technology advancements with technology now reshaping nowadays it will implement how modern spas handle GDPR documentation, delivering spa bookings and treatments and managing clients and employees experience. Influential factors fall into interconnected areas of operational and HR systems along with treatment-based technology. 
I will be looking into the talent acquisition and retention of the business. Strong acquisition and retention strategies are critical in the spa industry this will help to maintain stable high performance in the workforce (Cohen 2008). And finally looking at the diversity, equality and inclusion (DEI). To ensure positive representation, fair employee treatment and full participation is used in Club and Spas framework. This should focus on creating an environment where employee difference is valued, tasks and opportunities is fair, and all staff feel understood and respected.
These factors play a big role in the HR department working industry with the importance of diversity referring to the difference of a variety of people within the organisation such as gender, culture, religious beliefs, disability, race and ethnicity. All which are made up of people within the work force with different background and identities
Equity is also very important as this focuses on the justice and fairness of everyone. Including equal access to training opportunities ensuring the company policies are practiced and fair for all and no biased decisions are made. It is about analysing what your employees need to develop themselves without treating them all the same by setting standards for everyone to succeed (Griep, et al 2025). And finally, inclusion where employees and employers are working in an environment where everyone feel safe, valued and respected.  With the importance that all colleagues are comfortable expressing themselves contributing any ideas or issues without feeling undermined.

Meeting up with Technology advancements. 

Meeting up with technology developments is ensuring that Club and Spa keep up with emerging tools, innovations and systems (Skiba 2025). That will enhance the operation, beauty treatments and all services offered maintaining positive client experience and club And Spa’s business performance.
By doing so this will include adapting the way new technologies work with an updated process aligning Club and spas strategy with modern day expectations.
Within the beauty industry there is always something new on the market with staff training needed. Introducing a lot of technology advancements are involved with spas and aesthetic clinics using advanced technology such as infra-red, light therapy, LED and laser treatments. 
Technology will certainly be used when it comes to making appointments and spa bookings with modern day spas using touch screen machine like clover to make payments and implement all retail stock. Contactless payments for treatments and retail. Spas will also adopt to sustainable eco-friendly technologies using energy efficient equipment and electric and water saving systems more so now with sustainability being a big deal. 
By using these modern-day advanced technologies in the spa industry, spas should consider choosing the right operation tools that align with the business that is within the revenue budget. While most importantly meeting the clients and spa guest needs. Ensuring all staff are trained with these new advancements so that they are confident and understand what to do safely.
Understanding the standard operation procedure of digital bookings with automated workflows integrated in the daily procedure. Maintaining compliance with health and safety and clientele general data protection (GDPR). Communicating value to clients and the benefits of new treatments will engage in building trust with the client.
However, there can be times when operation does not run so smoothly when technological challenges arise like inflation and high investment costs purchasing equipment and lack of confidence with staff who are not comfortable using technology devices , cultural and up market differences where some clients prefer to have hands on treatments and others rather high tech wellbeing. 



Talent Acquisition and Retention

Talent acquisition and retention issues can have a various number of challenges in spas worldwide.  Which can influence the operation, client experience and overall service quality and reputation of the spa business (Smith, et al 2019). 
This makes it the most common issue for management and HR to rectify. With ongoing issue like high spa manager turnover, low number of therapist or high number of therapist sicknesses dues to a demand in spa services with back-to-back treatments leaving therapist feeling physically fatigued and burn out. Including the lack of training and experience and spa rapport professionalism with a shortage of therapist with a high demand of treatment bookings
Then we have experienced managers who move on to other opportunities or want to start their own business to elevate themselves. Industry perception and compensate issues when therapist can feel overworked and underpaid leaving therapist physically and emotionally drained supporting some client's mental needs (Last, et a 2024). Economic factors including Brexit reduced labour in UK spas and pure pressures with revenue targets since the pandemic.
 These Influence a high turnover or gaps in management and senior roles with a lack of or strategic experience or development training (Bhakuni, 2025), failing to demonstrate inclusive standards. These talent acquisition and retention issues all can have an effect and represent poor perception within the spa industry and the human resources department. 













 Diversity, Equity and Inclusion (DEI)

There can be various issues regarding DEI in the spa department that HR will be expected to investigate such as cultural competence and discrimination under representation and lack of relevant training and low diverse representation (Majok, 2024). Some spa companies don't get the training they need by doing e Learning DEI yearly courses.  Having a lack of DEI can lead to set back in the company's policies
HR can also so have implications due to lack of communication and operation errors, cultural indifference, sensitivity and poor client satisfactory. The spa industry serves national and international clientele with multicultural differences, but not all qualified therapists can meet their needs.
DEI can have systematic barriers that can lead to bias hiring and promoting which can create tension in the feminine spa industry (Chavan, 2024). This can lead to staff feeling unappreciated and undervalued. If employees feel unsupported this can lead to low morale which can encourage high turnover. 
Having a diverse approach does not always guarantee equity, (Basnyat, 2025) some spa seniors can lack representation causing spa therapist to remain in low authority positions that would be capable of the role.













Evaluation

Technology advancements are now focused on enhancing experiences by learning digital hybrid programmes (Mulunga, et al2025). Implementing new technologies within the spa can enhance digital online bookings and advanced treatments. Using online e Learning and training workshops. This will help to build therapist confidence, learning skills and knowledge which helps improve the consistency and quality of the service.
Technology performance management can indicate the business strategic success with tech adoptions in performance and KPI reviews aligning with goals and gaining experience with AI tools. This will help motivate the therapist integrate in technology practice building confidence with avoiding it.
DEI sets standards for employees and clients ensuring they are clear and understandable. Transforming the business so it's safe welcoming and diverse to all. Focusing on the facilities is accessible to all including those with disabilities. The treatments offered are suitable for different skin types, body size and age range reviewing the services are inclusive to clients without stereotypes.
HR enforcement representation assessing the diversity of all staff and management ensuring that when opportunities and promotions arise, they are available for all staff. Employer branding attracts candidates with wellbeing (Mohammadi, et al 2025) and spa values. Positioning the spa as high quality and ethical with HR development practices.

Critical Evaluation
Departmental managers play a pivotal role in ensuring that HR practices relating to talent acquisition, technological advancements and DEI are effectively implemented within the spa. With cultural influence in the business impacts leadership, however the extent of succeeding is down to management capabilities with organisational culture and alignment of HR initiatives.
To support technological advancements, managers must enable continuous training and updated skills within the operation. Involving external workshops and peer learning models such as eLearning. These practices are effective in building confidence in staff performance and reducing resistance for the employee's not so technology savvy. Training   for this can fail when work demand is high and no allocated training time is given to adjust learning skills. Management should balance commercial pressures with staffing development needs making it a priority to develop the purpose of the organisation, guests and employees.
Talent acquisition and retention in the spa industry plays a critical role in HR with limited trained staff and career progression, staff shortage or high turnovers. It is the management role to strengthen brand reputation and employer branding. This is recognised as a strategic tool to attract talent. By doing so with fairness, professionalism and wellbeing shapes the spas internal, cultural and external reputation. Real leadership where the strategy aligns with the spas core values helps attracts candidates who look for supportive and ethical spa establishment. But some spas can come counterproductive and promise conditions management dos not deliver, creating disillusionment and lack of enthusiasm in staff leading to turnover.
Career pathways and development focus on the perception of spa work lacking long term progression. Management should have a clear role for therapists who want to elevate to senior roles with progress to competence training enhancing the motivation and reducing staff shortages and turnover. Workload management is just as critical where mangers must consider therapist wellbeing rotas to prevent back-to-back treatment burn out by implementing rest breaks and monitoring physical strain these practices will improve therapist wellbeing and retention.
DEI represent a contemporary HR priority. By law managers should be enforcing DEI practices and policies to create a respectful safe workspace (Abumere, 2022). This includes discrimination behaviour from clients which is often overlooked within the spa with most managers not challenging clients due to losing business. This highlights tension between ethical and commercial responsibilities. DEI requires organisational planning and backing.
All managers should ensure ongoing DEI training to improve the quality of the service for diverse clients. Integrating DEI principles into daily routine practice, performance reviews and supervision.  Recruitment practices and widening recruitment channels by using structured interviews can help reduce bias decisions and diversify the workplace. 


Conclusion

HR Implementation offers significant benefits being constrained by managerial capability, support and the pressures of the spa environment. Having effective management adopts strategic and people driven approach focusing on sustainable change. 
Technology advancements have the potential of enhancing spa operations and service with positive guest experience. The benefits can only have an impact when managers investment in continuous learning has a change on spa therapists making them feel supported and confident in adopting to new tool advancements. By not doing so may have organisation risks that could lead to resistance and not progress.
Talent acquisition and retention remain critical due to challenges that affect the workplace (Chaudhury, 2026) like over working burn out, therapist shortages and a limit in career pathways. HR should practice wellbeing, employee branding structures on boarding with clear progression navigation this will improve retention. This does require management commitment with consistency while balancing commercial pressure focusing on the development of employee needs to create a substantial work environment.
DEI emerges essential dimensions for excellent service and organisation culture (Hassan, 2025). Diversity, equity and inclusion encourage the employer treatment and the spa guest experience, DEI is only effective when certain company policies are in place by managers like inclusive behaviour, with mental and psychological safe environment so therapists are understood, respected and supported.
If Club and Spa managers adapted effectiveness of DEI, and technology advancements it elevates the service standards. Department mangers that lead by example with positive strategic approach, clarity and empathy strengthens daily operations, and with resilience it elevates diverse market wellness and quality service standards for all employees and spa guests. 
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