
                                                  UNIVERSITY OF WALES TRINITY SAINT DAVID
LONDON
                                                                                  
                                                                           Term 1-Assessment 1
 

  Module: Human resource management                                                      Module code: LCMB7000



Lecturer’s name: Mary March                                                                               Name: Nertila Halleshi                                                                                                  
                                                                                                                                        Student’s number: 1712377






Assignment’s requirements:
· Critically analyze the issues faced by Café Expresso and how they improved the situation.  
· Consider how the HR strategy might be further developed to ensure the continuing attraction and retention of candidates.




                                                                                         
Table of content



Introduction………………………………………………………………………………………………………………………3
Review past performance of the Café Expresso……………………………………………………………………6
Recommendations on future strategies……………………………………………………………………………….8
Conclusion…………………………………………………………………………………………………………………………9
Reference list…………………………………………………………………………………………………………………….10



















                                                                    Introduction

Human Resource Management (HRM) emerged in the 1980s as a philosophy of how people should be managed. According to Paul, Sparrow Chris Brewster the concept includes a “globalized effect”. It gives a broad overview of the HRM taking into consideration also the international and national companies and the strategies, practices followed by those (Paul. Sparrow Chris Brewster, 2004). Even though it was applied differently or just used as a label to describe traditional personnel management practices, now emphasis is given on the strategies based on time money and effort. (Armstrong, 2016)
HRM has to do with the” managing people aspect” in the work field by combining the strategies and approaches by keeping in mind and by having analyzed firstly the workforce that a certain company has, secondly the customers impact on the company and thirdly by making the company getting broader and successful. According to Armstrong  (Armstrong, 2008)managing people has to do with three main points that are: human resource management 2.human capital management 3.personnel management… (Armstrong, 2008)
The three points have a strong impact in making the company successful as those deal with the managing, offering strategies, contribution, motivation and organizing the workforce to achieve the desired objectives as illustrated in fig .1
[image: ]
Figure 1. Relationship between aspects of people management (Armstrong, 2006)
 HR system includes different processes, practices, programs which need to be implemented in order  to continue its way up to the success. (Armstrong, 2016)While a statement based at Torrington says that” people are not to be seen as a cost,but as an asset in which to invest”, so to be successful by the commitment of the employers that a certain company might have. (Torrington, 1989)Also another statement for HRM concept was given by the Michigan School (Fombrun, 1984)  in which are involved: organization, resourcing, HR development, reward management, employee relations.
All these created are linked through communication, pay structures, motivations, bonuses, rewards and of course by having in mind the recruitment, selection, role design and talent management of the workforce (Armstrong, 2006)of a certain company to achieve a higher standard service to the customer. On  the other hand, when talking about the policies, it  means that the “link” between managing people, strategies needed to implement(communication, flexibility, performance, etc. ) and the employee team creates a strong bound and a fundamental growing advantage of the company (Guest, 2000 b).Moreover the philosophy of HRM according to Legge (Legge, 1989)is that the HR policies should be integrated with the strategies,planning,in order to have an organizational culture and to promote commitment in the workplace, aspects these used also in a way to “define “the HR goal (Armstrong, 2006).
Moreover, in the HRM system are included different approaches which can be implemented by the companies in different ways depending on the situations that those might face.Some of the approaches defined (Armstrong) are: soft and hard approach,resource based view (Boxall, 2003),contract based view,psychological contract , strategic HR initiatives, horizontal and vertical fit, best practice , best fit and bundling, talent managing approach, etc. which can be used in different levels of the company and also in different contexts that might include  internal and external environment.Both the contexts have a strong impact in the company when planning HR strategies. Soft and hard approach considers the employees as” a resource that is worth investing in ” (Armstrong, 2006) and has the tendency to focus on the high commitment and high involvement of the human resource management practices. From the other hand the hard approach considers employees as “a cos that should be minimized and to focus more on limited investment in learning and development”. (Wood, 1996)
The resource based view (RBV) is defined as a “bundle of distinctive resources” (Armstrong, 2006) that are considered to be the key in having a company advantage in the marketplace and also based on the ideas of Penrose (Penrose, 1959) in which those “bundles of resources” that make the firm can be  those resources as “bundle” of services”. From the other hand Wernerfelt  explained that those resources can be used as a strategy to develop new other resources (Armstrong, 2016).Contract based view has the tendency to focus more on the negotiating, modifying and renewing process of the contracts both formal and informal  based on the approaches implemented by the company (Armstrong, 2016).
Psychological contract refers to the “psychological side” of the relationship that exist between the employees and the employer in which later it can be turned into “contractual” (Wood, 1996) meaning that the employees have to provide to their employers high commitment of job in terms of high payment and job security.
Moreover, strategic HR initiatives include equal opportunities, learning (Wenger 1998) training and development, rewards and incentives, flexible contracts and employee contribution to quality according to Wenger (Wenger, 1998). All these “factors” can help in implementing the strategic HR initiatives in the workplace of a certain company.
Horizontal and vertical fit has to do with the level of integration based on the top down (horizontally and vertically) relationships between the strategy makers and the strategy implementers(reference) taking into consideration also reward, recruitment and selection, appraisal, work organization and culture based on Armstrong’s book. (Armstrong, 2006)
Best practice and best fit, bundling takes into consideration the “facts” that are identifying, gaining, implementing a set of best HRM practices, high commitment, involvement, performance ,advanced selection method, etc  in order to make the organization beneficial and improved in different aspects. (Beardwell, 1998)
Additionally, talent managing approach has to do with the ensuring of the talented people (so what the employees might have in order to perform well in their job roles) that are needed to gain the company’s goals. (Armstrong, 2006)
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Café Expresso is one of three main players in the “coffee house” industry. Now they are more enlarged and counts more than 6000 stores across the globe as compared to the other UK coffee shops according to Alegra World Coffee Portal. (https://www.bbc.co.uk/news/business-41251451, n.d.)
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                                            Source: Alegra World Coffee Portal
 Due to the competition in the market place was noticed that the coffee shop lost many customers and as a result they lost the number one position in the market place. Being in this position the company started to rethink for the strategies needed to be implemented in order to gain the first position that they had in the market place. Ben Thomson a chief executive in order to provide new strategies for the coffee shop, he appears to have reviewed the strategy that the company had that was the hard approach strategy where there was no employee resourcing that means that the company didn’t pay attention to the employers, their performance, their talent, and of course by providing minimum paid wages, short term contracts and no flexibility. This brought high level of key staff turnover from the coffee shop and to lose position in the market place. Compared to other coffee shops like Costa the turnover of which customer‐facing staff falls by 20 percent. (https://www.emeraldinsight.com/doi/abs/10.1108/09670730510599559?journalCode=hrmid, n.d.)

Ben Thomson seems to have analyzed the context of the Café Expresso in the external and the internal environment (Armstrong, 2016) and of course he analyzed the environment provided by the competitors. In the external part, he appears to have put an emphasis on the socio, legal and economic development pressure where the main scope was the customer (Armstrong, 2006).While in the internal environment part  he seems to have analyzed the size of the organization, employed technology or key activities of the business, financial circumstances and also the political and social climate within the company (Armstrong, 2016). He appears to have come with a new vision identifying some priorities that are: business, customer service, people(workforce), systems and seems to have started a “refurbishment” program from the key stores by appointing a new global HR director Kam Patel. By bearing in mind the vision of Ben, Kam Patel seems to have started to develop a human resource strategy which focused on the development and retention of key human resources. (Jeff Gold Rick Holden Paul Iles Jim Stewart Julie Beardwell, 2010)
She seems to have started implementing a combination of soft(that takes into consideration that the employees are a worth resource to be invested and focuses on high commitment, performance, etc. ) (Jeff Gold Rick Holden Paul Iles Jim Stewart Julie Beardwell, 2010)  , resource based view approach(that focuses on the internal resources that are employers that are considered to be key strategic assets) (Fombrun, 1984)and retention strategy (that has to do with the retain and training of the current key staff) (Armstrong, 2016) by making the staff known as ‘partners’, baristas were to be paid above minimum wage, store managers were offered a broad pay spectrum where they were responsible for interviewing and selecting decisions and to successful candidates were offered a bonus (Stephen, 2010).Also there was offered formal(like classroom, centre training learning) and informal learning according to Hoyle (that is experiential learning and may be self directed, self managed one) (Armstrong, 2008)  through a mentor system where each new recruit ,both baristas and managers, are appointed  a person who will support and provide further advice to them. 
From the other hand the combination of the performance management system (Marchington, 2008) and motivation both intrinsic(employers have and feel freedom of act, scope to use develop their ideas) and extrinsic(when things are done to motivate employers) (Armstrong, 2008) such as employee engagement, incentives, increased pay, promotion, etc. helped the shop to “gain a new environmental atmosphere”
An equity theory (Armstrong, 2008) (perception that an employer has about the way they are being treated compare to others) seems to have also helped a lot in gaining a better position of the coffee shop by providing equal treatment to the staff. It was paid attention to the communication and employee involvement. This helped in getting their feedback and improved the service system to the customers by introducing different ways by the ‘resource partners’. Moreover, advertising and word of mouth were good points as it helped in recruiting ‘new partners’.
Gradually with the implementing of the new strategies and approaches by the HR director Kam Patel, the coffee shop started to gain its position by moving in the second place in the industry and also the employee turnover reduced due to the strategies implemented.
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It was seen that café Expresso gained a new position through the strategies implemented and the approaches offered for the employers and by analyzing the costumers’ service. However, the competitive market is still ‘awake’ and the café Expresso should develop new strategies and approaches to maintain their advantage on the competitors. A big effort should be done to go ahead and a good suggestion might be to implement a blended learning approach where will be combined a number of learning activities such as planned experience with the experienced employers, self-managed  learning derived through self-learning and self-managing of the tasks, mentoring by having someone qualified in assisting the employers, training programs based on learning needs of the staff (Armstrong, 2006).This will led to employee voice by which the employees will communicate their concerns to management effectively (Walton, 1965) and demonstrate positive attitude and behaviors because they will see that their employer values them (Armstrong, 2016), so including a commitment based approach  in the staff system.
Moreover,as the Café Expresso is grown internationally, a diversity and inclusion strategy ,that is to ensure that merit, competence, age, gender, ethnicity, disability, sexual orientation and religion will be the key elements in gaining new customers globally and in recruiting diversity in the workforce. (Armstrong, 2008) By recruiting diversity in the workforce the shop will have the opportunity to have a culture change and develop new services in meeting the different cultural needs of the diverse customers that come at different Café Expresso’s shops branches. Also offering flexibility (Coopey, 1991) (managing the time shift of the employers) in hour arrangements (https://www.emeraldinsight.com/doi/full/10.1108/00197850410542392, n.d.) (daily flexi time systems like weekly, daily, annual hours, working fewer than 5standard days) and home working(able to work from home especially disabled employers)will be a great extent in promoting disabled people as they will have the chance to grow while working, learning within the shop and also be trained continuously by a workforce planning team.An emphasis will be made in making future predictions based on candidates’ interests especially towards the disabled workforce. For the disabled workforce there should be flexibility in daily time systems and weekly hours by taking into consideration their conditions. (Armstrong, 2006)
On the other hand, motivations should continue intrinsically (Armstrong, 2008) in the way that the employers will be felt free in acting, using and developing their ideas in the workplace  and extrinsically in the form of incentives, increased pays, praised promotions or even offering bonuses to those employers (https://www.alacarteconsultinggroup.com/management-bonus-plans-that-work/, n.d.) that attract new staff in the company.







                                                           Conclusion
As a conclusion referring to the case there was put notice on the concept of the human resource management, what it has been meant in the years before and how the concept has been development through the influence of the technology and of course the workforce. Different authors were referred to give a kind of overview or the approaches and techniques used to have a successful human resource management application. The case study was referred and analyzed and due to it were mentioned the approached that were applied in the past. 
Moreover, were taken into consideration the approaches that should be implemented for the coffee shop so that it will be able to regain its position in the market place compared to the other competitors. Also, were taken into consideration the staff and strategies to implement so that in the future there will not be any turn over and that recruiting different aged workforces will help in gaining success in the coffee shop as the staff’s culture might get used as a source in providing new services to the customers abroad. Another issue was the flexibility in working hours and in the working force so that discrimination will be “forgotten”.
From the other hand, providing different types of bonuses to the staff due to their ongoing time in the coffee shop will be a very helpful aspect in making the shop having better services towards the customers, helpful ways in solving the problems that may arise day by day like organizing the staff, training them, offering flexibility in shifting, etc. Anyway, the coffee shop is in contact with the customers every day and the days “offer” different new events that should be dealt with.
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