HUMAN RESOURCE MANAGEMENT(LCMB7000)
Assessment 1 – “Café Expresso”
 Lecture : Mary  March




Contents

Introduction 	2
Purpose of HR 	2
HR Strategies 	3
HR views	4
HR Integration	5
Conclusion	6
Recommendations 	7
Reference list	8

























[bookmark: _Hlk530494278]Introduction

Over the past 15 years Café Expresso has enjoyed the first position in the market and managed to keep it for all that time. But for several years the position of the café Expresso market has shifted from the first to the third. This is happening as a result of copying their business model from competitors. 
Тhe loss of the first position in the market has made Café Expresso to rethink its strategy. In 2005 they appointed a new CEO named Ben Thomson.
With this appointment they hope that the new director will bring them back to the top position and will return the lost market shares.
Ben has begun a rebuilding of his program by initially appointing a new global human resources director who comes from a major airline and says Kam Patel. Her main task is to implement a new human resources strategy to meet Ben's main goal of 'number one coffee house across the globe' (Pinnington, 2011). 

[bookmark: _Hlk531788664]Purpose of HR

Human Resources Management (HRM) is a term that describes formal systems that are designed to manage an organization's staff (Armstrong, 2012).
Edward L. Gubmanadds in one of his articles in the Journal of Business Strategy (Gubman, 1996) that the main mission of human resources will always be: the acquisition, development and preservation of talent; bringing the workforce to the maximum with business and being a good business associate
The main goals of HR management are two: economic and social (Berg, 2014).
The economic goals of HR management are to provide:
· achieving organizational goals through staff
· ensuring an appropriate workforce at reasonable prices for the organization
· ensuring the most appropriate workforce is acceptable to the organization price
· creating an appropriate environment to encourage the employees' willingness to perform their work in a quality way in line with the company's business strategy
· in the process of operation, use of all capabilities and full staff capacity
Тhe goals in the social field of HR management are:
· ensuring safe and healthy working conditions
· providing opportunities for employees to raise their knowledge and skills and career advancement
· implement a harmonization policy for business needs and human resources to improve performance
· the desire to achieve job satisfaction
The realization of the economic goals supports the realization of social as well as vice versa. It is necessary to meet these goals.

[bookmark: _Hlk531905234]The staff retention strategy of Kam Patel offers quite attractive conditions (Pinnington, 2011). One of them is the offering of shares to encourage all "partners". Furthermore, there is a 30 percent discount to staff in all stores. All new workers also spend a day at a Café Expresso development center learning about the company and coffee industry and are encouraged to spend time ‘on the floor’ in the coffee bars, regardless of their rank.
[bookmark: _Hlk530869955]Very interesting is also the idea to participate in the "coffee master " program which gives them the opportunity to be an ambassador of Café Expresso. This development is further supported by a mentoring system whereby each new employ, both baristas and managers, is appointed a "buddy" to encourage, support and advise them (Pinnington, 2011).

Human capital includes the knowledge, skills, motivation and experience of people in the organization (Phillips, 2015). It is not owned by the organization, it only rents it. The organization can enhance the quality of its human capital by applying different training methods.
Human capital is an essential part of the company's intellectual assets.
They are considered in the three categories: human capital, structural capital and customer capital.
When calculating the market value of an organization, it may exceed its book value, ie the company is more valuable than the value of its assets on the balance sheet. This means that the company has assets that the balance sheet fails to reflect - e.g. knowledge, skills, employee motivation, customer loyalty, organizational infrastructure, business process efficiency, and more. It is the intellectual assets that can be repeated several times
exceeds the amount of assets reflected in the balance sheet (Phillips, 2015).

The concept of human resources management is enriched and developed with the concept
for managing human capital. According to Armstrong (Armstrong, 2006) this is achieved:
· by establishing a clear link between HRM and organizational activiti
· by affirming the thesis that people in the organization are an asset, not an expense;
· by focusing attention on HRM strategies and processes for creation value through people;
· by strengthening the role of HR specialists as business partners;
· by creating a human value measurement system capital.
Both concepts have their place and importance in the process of managing the people in the organization (Armstrong, 2006).

The aforementioned goals in HR are also applied in solving the problems in Café Expresso. In order to get out of their difficult situation they focus mainly on human capital, both economic and social.

[bookmark: _Hlk531788737]HR Strategies

Practical models in human resources management organizations are two: Hard and Soft (Armstrong, 2012)
The soft governance model focuses mainly on communication, motivation and leadership.
These guidelines engage employees' serious attitude towards goals and performance, while retaining the respect and dignity of attitudes towards the individual employee.
Managerial departments of the organizations are convinced that these are the main reasons why they increase turnover each year without changing the number of employees.
In the hard model (Armstrong, 2012) employs the recruitment, development and use of employees who "fit" the company policy. HR is not involved in the decision-making process, but is involved in all other diverse activities.
The hard model is process of managing performance by creating a set of strategic goals and the constant alignment of each employee's behavior to business goals.
The focus of this set of business targets is primarily on growth and profitability. Thus, the management process has a short-term competitive advantage.
It does not matter which of the models will be applied by the management of the organization because the HR management unites all functional strategies and policies on (Armstrong, 2012):
· recruitment
· design of positio
· evaluation of the results of the work process
· determining wages and benefits
· training and staff development
· ensuring healthy and safe working conditions
· engagement and motivation of the cadres.

In Café Expresso Kam Patel (Pinnington, 2011) chooses to apply the “soft” strategy in their program because their goal is to stay longer competitive on the market and that with a “hard” model strategy is impossible.
Kam Patel re-introduces the "human resources" function as "partner resources" and all employees become known as "partners". To implement her business strategy, she focuses on several key areas of human resources such as:
- resourcing and retention
- learning and development
- employee involvement and communication
- talent management
- compensation and benefits, which is sure to be one of the most important areas in 
  partner resources
- paying for the barista over the minimum wage
- offering store managers a wide range of wages


HR views

Resource-based view(RBV) is an approach to achieving a competitive advantage (Rothaermel, 2012). This view emerged in the 1980s and 1990s. In RBV organizations must find sources of competitive advantage within the company rather than seeking a competitive environment for them. 
In this model we can see the RBV and the key points in it (Rothaermel, 2012):
[image: Ð�Ð´Ð½Ð¾ Ð¸Ð·Ð¾Ð±Ñ�Ð°Ð¶ÐµÐ½Ð¸Ðµ Ð¸Ð»Ñ�Ñ�Ñ�Ñ�Ð¸Ñ�Ð° ÐºÐ»Ñ�Ñ�Ð¾Ð²Ð¸Ñ�Ðµ Ð¼Ð¾Ð¼ÐµÐ½Ñ�Ð¸ Ð½Ð° Ð¼Ð¾Ð´ÐµÐ»Ð° Ð·Ð° Ð¿Ñ�ÐµÐ³Ð»ÐµÐ´ Ð½Ð° Ñ�ÐµÑ�Ñ�Ñ�Ñ�Ð¸Ñ�Ðµ.  Ð�Ð·Ð³Ð»ÐµÐ´Ñ�Ñ�, Ð¾Ñ�Ð½Ð¾Ð²Ð°Ð²Ð°Ñ� Ñ�Ðµ Ð½Ð° Ñ�ÐµÑ�Ñ�Ñ�Ñ�Ð¸Ñ�Ðµ, Ñ�Ð²Ñ�Ñ�Ð´Ð¸, Ñ�Ðµ Ñ�ÐµÑ�Ñ�Ñ�Ñ�Ð¸Ñ�Ðµ ÐºÐ°ÐºÑ�Ð¾ Ð¼Ð°Ñ�ÐµÑ�Ð¸Ð°Ð»Ð½Ð¸, Ñ�Ð°ÐºÐ° Ð¸ Ð½ÐµÐ¼Ð°Ñ�ÐµÑ�Ð¸Ð°Ð»Ð½Ð¸ Ñ�Ñ�Ñ�Ð±Ð²Ð° Ð´Ð° Ð±Ñ�Ð´Ð°Ñ� Ñ�ÐµÑ�ÐµÑ�Ð¾Ð³ÐµÐ½Ð½Ð¸, Ð½ÐµÐ¿Ð¾Ð´Ð²Ð¸Ð¶Ð½Ð¸ Ð¸ Ð´Ð° Ð¸Ð¼Ð°Ñ� VRIO Ð°Ñ�Ñ�Ð¸Ð±Ñ�Ñ�Ð¸, Ð·Ð° Ð´Ð° Ñ�Ñ�Ð°Ð½Ð°Ñ� Ñ�ÐµÑ�Ñ�Ñ�Ñ�Ð¸ Ð½Ð° VRIO.  Ð ÐµÑ�Ñ�Ñ�Ñ�Ð¸Ñ�Ðµ Ð½Ð° VRIO Ð²Ð¾Ð´Ñ�Ñ� Ð´Ð¾ Ñ�Ñ�Ñ�Ð¾Ð¹Ñ�Ð¸Ð²Ð¾ ÐºÐ¾Ð½ÐºÑ�Ñ�ÐµÐ½Ñ�Ð½Ð¾ Ð¿Ñ�ÐµÐ´Ð¸Ð¼Ñ�Ñ�Ð²Ð¾.]

Contract based view (CBV) is also very important for human resource management. According to Denis Rousso (Rousseau, 1989), the psychological contract is a concept that has been developed by modern research. This contract is based on beliefs, perceptions and informal duties between an employer and an employee. It determines the movement of the link and determines the detailed practicality of the work to be done. Characterized by qualities: respect, compassion, objectivity and trust. It is a kind of exchange of social relationships. It starts before employment itself and develops over the entire employment period. Depending on the type and policy of the organization, the contracts are divided into two: Transactional Psychological Contract and Relational Psychological Contract (Rousseau, 1989)
In the Transactional Psychological Contract (Rousseau, 1989), the focus is on the exact elements of the contract without taking into account the internal qualities of the employees. Such contracts are mainly found in organizations with hierarchical control and authoritative model of governance. They tend to be shorter because they are related to careerism, lack of trust in the employer, and great resistance to change.
In the relational psychological contract (Rousseau, 1989) there is interdependence in the organization and a high level of social volume. This type of contract has a longer term because employees want to work for something not just for pay. These contracts are known with confidence and accepting the change.

[bookmark: _Hlk531788951]HR Integration

HR integration is very important for increasing the efficiency and appropriate management of an organization's human resources. Integrations are: horizontal and vertical (Martin, 2016)
Horizontal integration (Martin, 2016) is a system where different components of HR are in sync. These are: the strategy, the tools and the system and it is very important that they are in sync with the HR performance of the organization. Various combinations of the tools of human resources are needed to realize human development. Assessment tools are necessary for personal development. In turn, personal development is part of the compensation and benefit policy. And it is necessary for people to do things in the right way (Martin, 2016).
Vertical integration is a system where the strategy is complete for human resources and business (Martin, 2016). In this case, the entire human resources system must maintain and be well suited to the entire organizational activity of the business. This integration is key to linking the organization's goals. In this integration, human resource activities must fit and move together in one direction with the mission and vision of the organization (Martin, 2016).

Kam Patel's Café Expresso the need to integrate the two integrations in order to reach the goal of the leadership (Pinnington, 2011). On the one hand, it manages to lean the components in the HR and thus apply the horizontal model. On the other hand, he manages to adjust the tools in the HR to the politics, vision and goals of Café Expresso and thus applies the vertical model.

Conclusion

In conclusion we can say that human resources management is a complex system of human resources management models and strategies. Since the emergence of the HR has so far undergone a lot of development and upgrading. This happens in parallel with the change in production and the economy in the world. As they grow and become bigger, HRM builds and changes to fit their policies and to their advantage. HR is no longer part of the structure of any organization, even the smallest. In the past it was assumed that for a business to be successful, the finance department was important, but this unwritten rule over the years has changed and for a successful business, as important as the finance department is so important, the HR department. In a world of great competition and rapid market development, the need for new ideas and innovations is much greater than before. In order to attract new clients and keep the old ones, not only is there a variety of products and quality and good and quality service as well. Nowadays, the customer is growing up and rising high on the business side, and he calls to receive more and more respect and attention. For this reason, human factor is already as important in an organization as finance.

This is also seen in the example of Café Expresso (Pinnington, 2011). The result of the applied models and strategies by Kam Patel. It expresses its opinion on stabilizing the experience of Café Expresso by developing a new HR strategy directed entirely at developing and preserving key human resources.
As a result of this strategy, Café Expresso gradually starts to increase its market share from thirdly it goes up second. Customer feedback is improving and staff turnover decreases by 25 percent. These strategic changes in human resources fully support customer service success, customer engagement and retention. Ben Tomson and Kam Patel recognize this success, but at the same time are concerned about the fact that it is very early for competitors to replicate their model and, in particular, their pay and benefits. So, it remains a complex task for them to decide how to maintain and develop a competitive edge over them (Pinnington, 2011)







Recommendations

Effective human resources strategies are of great importance in delivering productivity and maximizing success in an organization (Richards, 2018) because it is powered by its people. Professionals in this field have an important role in developing the right strategies to help organizational leadership. In addition, they should have the ability to think and anticipate a few steps ahead in each situation and at a high level to be successful.
Leigh Richards in his Crown Publishing proposes three recommendations (Richards, 2018):
Getting Started: Think about the strategic vision
Effective strategies in human resources would not survive in a vacuum. In order to survive, they must be aligned with the strategic vision of the organization. This will give an idea of ​​where the organization is located from what resources it needs for its entry. HR managers should look at the organization's vision to be able to assess how human resources activities can support this vision. In sync with other organizational leaders, the human resources department needs to assess whether a vision can be applied on the basis of external and internal factors and whether they suggest a new vision of market change.
Leigh Richards's second recommendation is: Consider demographic data
With the baby boomers already approaching their retirement age, organizations are aware of losing key employees. On the other hand, aging employees are a prerequisite for high personnel costs and the need for training and retraining. For this reason, human resources managers should investigate the demographics of the workforce so that they can determine the current skills and experience and the need for them in the future, and any future problems that may arise with regard to the vision and strategies of the organization. This is possible by implementing the strategy of recruitment, retention and training (Berg, 2014).
The third recommendation of Leigh Richards is: Transfer of Knowledge
In each organization, the human resources department needs to provide a transfer of knowledge among workers. This is when an employee leaves, no matter for what reason (voluntary, involuntary, retirement, etc.) to ensure continuity between employees and minimal impact on production and efficiency. Many companies have a knowledge transfer plan, thus ensuring that the experience and knowledge of older workers is preserved and passed on to younger and newcomers (Richards, 2018).

After reviewing some of the human resources management models and strategies in the above, and the result of their benefit in the case of Café Expresso, I would add one more thing:
Kam Patel chooses to apply a “soft” management model in his strategy and offers a range of goods and staff training. Along with them, part of the salary can be given as a prepayment in the caravan each week according to the company's budget.
In the soft model of governance, the employee has access to larger company information because this is related to the trust between an employer and an employee. In this case, both the models are used together with both the Vertical and the Horizontal, and in the strategies one can use part of the “soft” and part of the ”hard” model to where the situation allows. In this way they will be competitive on the market for a long time and will at the same time fulfill the desirable conditions for the staff.
My other recommendation is in the training section, and especially with the barista. If they teach the Barista themselves by their own model and desire, and periodically alter part of their way of working and performing tasks, it would be more difficult to copy from the competition.
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