HR failure personal experience
While working in a large national organisation in the UK, I experienced a clear case of HR failure in managing employee misconduct. A hotel manager displayed persistent abusive behaviour, particularly towards younger female employees. This included bullying, inappropriate language, and unprofessional communication, both directly and behind employees’ backs. Her leadership style reflected elements of toxic and authoritarian leadership, which, according to leadership theory, can significantly reduce employee wellbeing, engagement, and performance.
Despite widespread awareness among staff, the organisation failed to address the issue effectively. The main problem was the absence of documented evidence. The manager’s direct superior chose to handle concerns informally, avoiding escalation in the hope of resolving matters without formal HR involvement. As a result, no formal records of complaints, performance issues, or behavioural incidents were maintained.
When a formal grievance was eventually raised, HR initiated an investigation. However, due to the lack of documented evidence, the organisation faced limitations under UK employment law and principles of procedural fairness. Although three employees provided testimonies, HR could not substantiate the claims sufficiently to justify suspension or disciplinary action. Instead, the manager’s long tenure of 14 years was heavily weighted, reflecting a reliance on historical performance rather than current behaviour.
From an HR perspective, this case highlights a failure in applying effective performance management and employee relations frameworks. The psychological contract between employees and the organisation was clearly breached, resulting in reduced trust and morale. Additionally, the situation demonstrates the risks of informal management approaches and the importance of consistent documentation in line with best practice HR models.
This experience suggests that organisations should strengthen governance by implementing structured reporting systems and potentially using panel-based decision-making processes. Such measures could ensure fairer outcomes and better protection for employees, even in cases where evidence is initially limited.

