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Introduction
CG Restaurants and Bars Holdings Ltd are a chain of high-profile London cocktail bars and restaurants.  The company was founded in Portsmouth back in 2007 from former managers and bartenders of Tiger-Tiger Portsmouth. After opening and closing several venues in Portsmouth and Oxford areas, the group moved their business and operations in London in 2010. Their aim is to open at least one new bar or restaurant every year since then. Currently the group has seven cocktail bars in London and four in the countryside. The bars operate under the Dirty Martini brand. The group also have two West-end restaurants located in Covent garden – Fire and Stone, and Tuttons.  The company values are passion, hospitality, quality and innovation. 
Fire and Stone offer a wide range of so called “global food” – their burgers, pizzas, pastas and salads have names of different cities around the globe like New York, Delhi, Rome, Casablanca and others. The name of the city represents the type of cuisine being offered. They offer a different and modern twist on the traditional pizzas and burgers, serving gourmet global food which takes inspiration from cultures and countries around the world. The venue is always busy, making more than a thousand pizzas on certain days.
Tuttons is the group flagship restaurant and the food they offer can be considered as fine dining. The venue is situated on the famous Covent Garden piazza. It is one of the longest standing restaurants in central London. Tuttons is very well known for its location and vibrant history. It offers its diners a unique experience overlooking the iconic piazza whilst enjoying their delicious menu that celebrates English cuisine and the best of British produce.
Dirty Martini is a growing brand of stylish cocktail bars within the company, known for their bespoke range of martinis, signature cocktails and glamorous interiors. Dirty Martini is the perfect destination to shake up someone`s favourite cocktails every night of the week. Two of the bars are situated in West End – Covent Garden and Oxford Circus, four are in the hearth of the City of London - Bishopsgate, Aldgate, Monument, St. Paul`s, and one bar in Islington. The group also has four regional cites in Manchester, Birmingham, Leeds and Cardiff. 

Human resource strategies
[bookmark: _GoBack]Human resource management (HRM) is a term describing formal systems that are designed to manage an organization`s personnel (Armstrong, 2012). According to the company annual report and financial statements for the year ended 31 December 2017 (companieshouse.gov.uk) there are about 440 employees working for CG Restaurants and Bars at any given moment. Around 100 of them (22.7%) are managerial employees and about 330 (77.3%) are operational employees (Companies House, 2018). The company has a human resource department, which currently consists of three people – head of human resources, recruitment manager, and training manager.  They all have certain number of duties, and due to the nature of the business, the recruitment strategies are one of the most important for this company. The recruitment process is a managerial activity, which is to seek and attract a given number of potential qualified candidates for a vacant job, so that the organization can choose the most appropriate candidate that meets the requirements of the specific job. The more candidates are attracted, the more likely is for them to be fit, and the potential staff base for the organization will become bigger.
The concept of human resources management is enriched and developed with the concept for managing human capital. Both concepts have their place and importance in the process of managing people in the organisation (Armstrong, 2006). There is no single model of strategy but, because of great competition in the private sector and greater accountability and competition in the public sector, the senior managers are looking for appropriate strategic responses which are likely to ensure the company survival and in conditions of change, market turbulence and rising customer expectations. (Pilbeam, 2016)
The recruitment process is a model that includes five logically distinctive steps. The first step is definition of requirements determining the need to select candidates for a particular job, the number of candidates and their category.
The second step is drawing up a job specification that is based on labour analysis documents and specifies the criteria for the candidate - the qualities he or she must possess, working hours, remuneration, holidays, etc.
Step three is attracting candidates. It consists of exploring the way people look for a job, choosing sources of candidates, choosing a way to communicate with them.
The next step is to interview with the candidate. The conversation is done by a line manager individually with each one of the candidates. The strategic goal is to familiarize the candidate with the job offered and to obtain initial information about the candidate.
The final step is to evaluate all actions on the set using quantitative, qualitative and fairness indicators.
Selection is the natural continuation of human resource development activity. It should gather information about already selected candidates after evaluation and select and appoint the most appropriate for a particular job. This is the process of establishing the correspondence between the requirements of each job and the necessary knowledge, skills and personal qualities of each candidate for it.
The need to select human resources is objective. Its importance is determined by the existing natural differences between people (character, temperament, psychological features, value system, motivation, intelligence, etc.) and career differences. There are also specific circumstances in the external and internal environment of the organization, which determine the need for selection.
The external factors influence the need for selection mainly through the labour market (it influences the number and qualitative composition of the candidates for the company), and the country's current legislation.
The internal factors that make up the need for selection are different. The strategy and the goals of the organization are really achievable when not just the contractors, but the managers in the organization are precisely selected (more complicated and costly procedures are needed). Another factor is the organizational culture (reflects the quest for quality and precision in the selection).
If the purpose of the selection activity is the admission of people who are fit for the job and motivation to perform effective work, the goals are related to achieving utility and fairness in the organization. Selection and selection programs have their price. This is because the suitability of candidates must be assessed with the help of various techniques such as tests and interviews. Selection costs are completely justifiable if the organization really gets suitable people who work qualitatively and effectively and who are motivated and enjoy the work. The usefulness of the selection is related to the correctness of the decisions taken during the selection process. Due to the subjective nature of the assessment, it is possible to make mistakes that could cost the organization far beyond the direct costs of selection and selection.

The recruitment process in the company involves six main stages. First step is collecting information about the applicant and pre-screening. It is done on the basis of filling in documents upon entry into employment. This stage allows the collection of one initial information for the applicant. Step two is the identification of indicators and selection criteria is based on pre-formulated requirements from the employer to the applicant for the relevant job. Next step, the selection of selection techniques aims to identify the most appropriate techniques for the purpose of selection. After that a decision for each candidate is made individually - the applicant must be notified with email or phone call in accordance of the time allowed for the decision to be made. The next, fifth step is to repeat conversation with the candidate - to clarify details and to clear ambiguities and potential misunderstandings. The sixth and final step is evaluation of the selection in terms of its utility, fairness and value.

Changes in the external environment
The organization's external environment is a set of such factors and institutions outside the organization that influence and can potentially influence its activity and performance.
In this sense, the management of the organization is dependent on the external environment, so the management decisions of the managers should be in line with it. Only in this way an organization is capable to achieve its predetermined goals.
A similar sounding is also the key idea in the organization's theory as an open system. According to this theory, the organization is dependent on its external environment, and the external environment itself is more or less variable and complex. This conception is the opposite of the notion that the organization is developing under the same conditions and that management decisions are the same, regardless of what external conditions are.
The practice of various organizations around the world and in our country shows that it is better for managers to know the external environment in order to make more effective management decisions in a particular situation in which their organization is located.
The external environment can be seen in two ways: a common external environment and a specific external environment.
The common external environment includes the following conditions: economic (inflation, stages of the economic development cycle, income level of the population, etc.); political (general stability of the country, the attitude of the state towards the business); social (public values, mentality); and technological (technical progress, state of innovation processes, scientific discoveries and prospects, telecommunications, etc.).
The specific external environment factors include: suppliers of the organization (raw materials, equipment, human resources, information, financial resources); consumers and clients of the organization (structure, income, target groups, perceptions, attitudes, values, motives, purchasing decisions); competitors (overall management of the competitive organization, business results, customer attitudes, etc.); state institutions (laws, laws, ordinances); groups in society that influence the organization's activities (organizations and individuals); and others.
In the specialists` opinion, the influence of the factors of the specific external environment is more pronounced than the impact of the factors of the general environment. However, the external environment of the management of modern organizations is characterized by uncertainty - it cannot be stated with absolute precision what, when and how it would influence or have the potential to influence the organization.
At the same time, the external environment is not frozen. It is not the same for all organizations, although they are located on the same territory. The external environment is also not only represented by a single factor, although some organizations have a strong impact on only one external factor.
Despite the uncertainty of the external environment, experts believe that it can be assessed using two dimensions - degree of variability and degree of complexity.
The external environment is considered sustainable when the emergence of competitors is a less frequent phenomenon, when public impact groups are passive, when competitors themselves do not change their business policy, and when there are no particularly marked manifestations of change in other factors of the external environment as consumers, for example. The external environment is assessed as complex when there are a larger number of external factors that affect the organization's activities.

Solutions and recommendations
The most important external factor the company`s HR is taking into consideration is the act of the United Kingdom leaving the European Union (Brexit). The process has proven to be quite uncertain and unpredictable. The Chartered Institute of Personnel and Development (CIPD) has conducted a number of surveys (“Labour market outlook” and ”Resource and talent planning” in particular), designed to monitor the impact of  Brexit on recruitment and employment. The results showed that despite the concerns that Brexit will have negative impact on employment levels, the proportion of employers looking to increase staff against those looking to reduce staff has recovered strongly since the Brexit referendum. Recent data noted that in the period between Q2 2017 and Q4 2018 the percentage of employers with vacancies who said that at least some of those were proving hard-to-fill has continued to rise from 51 to 70. Furthermore,  44% of employers experienced greater difficulty in recruitment during 2018, as another 34% faced a similar challenge in retaining staff, according to recent data (CIPD 2019). The evidence is also showing that the median number of applicants per vacancy across all skill levels have fallen significantly. The human resource team at CG Restaurants is aware of all these issues and are tackling them with confidence. The company does not consider the nationality of candidates when hiring, but will rather choose the best person for the job. 
More factors to be consider apart from Brexit are the demographics. Many of CG employees are below the age of 25. For some of them this is the first job ever. That`s the reason the company in investing heavily in training. There are several training programs in place, depending on the employee roles and responsibilities.
Staff retention in also a major factor to be considered. The company is struggling to keep it low-paid workers, some of whom (especially those from warmer South European states) think about their job as seasonal “winter” job and had made their decision when to quit right before they started. The company is trying to change this with their management training programs. After 6 months of service, almost every bartender is offered a choice to join the program and become manager in training (MIT).  
Another issue with staff demographics and their age is the change in working habits among the younger generation. Because of the nature of the business, more than 90% of CG employees are either from Generation Y (born in between 1980 and 1993) and Generation Z (born after 1994). These people come with their own set of values and expectations towards work. They are not after job security and are not willing to settle to one employer only, they prefer to change their employment once every few years. Working in more than one country is a must for many of them. They are extremely self-motivated and expect to have their own business at some point in the future. They demand flexibility in terms of working from home, flexible working hours and days, time off work when needed, and so on. Given the nature of the business, the company can meet most of these demands. The biggest chunk of revenue for CG Restaurants comes in November and December, while January and August are considered quiet months. During the week, the business is low between Monday and Wednesday, and building up speed Thursdays to Saturdays.
In conclusion, it can be noted that CG Restaurants and Bars are prepared to face the changes on the external environment described above. Their resource strategies will help them achieve this and be prepared to face future challenges.
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