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Introduction 
Agility from human resources (hr) professionals will be essential in supporting business growth and providing excellent customer experience in today's dynamic hospitality and specialty coffee industry. This report assesses the people and development strategies employed by watchhouse, a quickly developing specialty coffee roaster and retailer established in London in 2014. With more than twenty stores throughout London, bath, New York city, and the united arab emirates, watchhouse specializes in "modern coffee," a combination of ethically-sourced, seasonally-inspired specialty coffee with carefully-designed spaces and considerate hospitality.
To support this speedily-growing global operation, watchhouse will have to tackle three fundamental hr elements: adapting to technological innovations in omnichannel operating systems and point-of-sale (pos) systems; acquiring and keeping first-class hospitality and barista talent; and promoting diversity, equity and Inclusion (dei) throughout a large multinational workforce.
With a structured analytical methodology, this study analyzes the explicit difficulties faced by watchhouse in each of the three aforementioned areas. Additionally, the report examines Contemporary HR Practices — including digital up-skilling, competency-based recruitment and structured dei programs — to solve these challenges. Finally, the report also critically evaluates ways that departmental managers and line supervisors can apply these Contemporary HR Practices to provide competitive advantages for the business. 

1. Specific factors relating to hr
Adapting to technological innovations
A significant shift in the specialty coffee industry has occurred due to the integration of digital platforms. Where traditional hospitality relied completely upon manual processes and direct customer contact, modern hospitality utilizes automated inventory tracking systems, integrated apps for customer loyalty and digital ordering capabilities (i.e. Through Watchhouse App). Therefore, for companies similar to watchhouse, digitization of processes creates a skill deficit amongst front-of-the house personnel educated in manual service models. The key factors relating to technology are:
* digital literacy of the workforce: Baristas and other front-of-house personnel must become proficient utilizing pos systems, automated batch brew telemetry systems and crm tools designed to interface with customers electronically without diminishing the personal connection associated with high-quality specialty coffee brands.
* balancing technology with customer service: the greatest difficulty is in balancing automated fulfilment and mobile orders while providing the personalized service expected at high-quality specialty coffee establishments.
* training and development Costs: the constant deployment of new technologies in hospitality necessitates continued, costly Employee re-training which can divert staff from focusing on primary functions — i.e. Providing quality customer service.
* talent acquisition and retention
Maintaining exceptionally talented hospitality staff is paramount in specialty coffee since knowledgeable and welcoming personnel create the ambiance of the brand. Watchhouse employs Baristas who comprehend the scientific aspects of extracting specialty coffee as well as seasonal baked goods and specialty brunch options. The major factors influencing talent acquisition and retention are:
* niche skill set: finding candidates possessing both EQ and knowledge of the technical requirements for producing high-quality specialty coffee.
* competitive salary structures: central London and nyc are very competitive hospitality markets. Salaries and compensation structures must keep pace with emerging lifestyle and hospitality markets to decrease turnover amongst employees.
* career development opportunities for entry-level employees: there is a significant possibility of turnover among entry level Baristas/kitchen assistants when there is no apparent structured path for advancement within the company.
* diversity, equity, and Inclusion (dei)
Historically, the specialty coffee market has been homogeneous — lacking representation in terms of diversity amongst senior management and those interacting directly with customers. Since demographics worldwide — including in the uk — are becoming increasingly diversified, watchhouse needs to develop dei to match its broad demographic customer base in unique urban centre’s like London, nyc, and Dubai. Major dei factors include:
* Representative diversification: ensuring that teams of customer-facing personnel — along with senior management — represent the culturally-diverse communities served by their respective neighbourhood locations.
* Inclusive recruiting strategies: evaluating — and potentially modifying — recruiting methodologies to reach candidates representing under-represented populations with a background in specialty coffee or a similar field.
* Psychological safety — cultivating an inclusive environment: creating a work environment where communication occurs freely without fear of unconscious bias   to foster inclusivity for employees from diverse backgrounds.

2. Analysis of modern hr practices
Analysis of modern hr practices
Hr professionals currently employ several modern hr practices to mitigate challenges facing organizations such as watchhouse. The viability of these practices can be assessed using the Ability-Motivation-Opportunity (amo) framework — which suggests that Employee performance is influenced by an Employee's ability, motivation and the opportunities available for Employee involvement.
Ability - motivation - opportunity model
Modern practices addressing technological innovation
Digital Micro-Learning Platforms: instead of requiring extensive, off-site workshops to train staff on new hospitality technologies, modern hr departments are now utilizing application-based mini-modules which allow employees to access training at their leisure during slow times in-store.
Reverse mentoring programs: a practice in which young/junior employees — who are typically digital natives — are paired with older/senior employees to teach them new digital tools and social media usage. At the same time, the older/senior employees teach the younger/junior employees traditional hospitality skills.
Analysis based upon Amo: digital micro-learning develops Employee ability by providing employees with access to training on their schedule — thereby minimizing loss of revenue from productivity. Reverse mentoring enhances Employee opportunity by creating a collaborative culture which promotes mutual understanding between employees from different generations. However, reverse mentoring requires a reliable/fast digital network as well as motivated staff willing to engage with the learning materials outside of regular working hours.
Modern practices addressing talent acquisition and Retention
Competency-Based predictive candidate screening tools: utilizing AI-enhanced candidate screening software to assess candidates based on behavioural competences/emotional stability/empathy instead of relying on past experience.
Reward structures designed to enhance motivation:
Transitioning from basic commission/wage structures alone to providing comprehensive wellness stipends, CPD funds, Rewards tied to positive customer feedback Metrics etc. For outstanding service delivery.
Analysis based upon amo: competency-based selection enhances Employee ability by ensuring that selected employees are best-suited for customer service tasks. Enhanced motivation increases Employee motivation by demonstrating appreciation for high-quality service. An issue with competency-based candidate screening software is that they may screen-out applicants with non-traditional/non-homogeneous backgrounds that possess high levels of interpersonal competence.
Modern practices promoting dei
Removing biases from initial interview processes:
Standardizing initial interviews/recruitment processes by eliminating applicant identifiers (e.g. Names — ages — schools attended) to eliminate unconscious biases prior to selecting successful candidates for employment at watchhouse.
Creating Employee resource groups (erg)/dei education sessions:
Supporting Employee peer networks where employees share their experiences/develop inclusive leadership through education provided by external dei specialists.
Analysis based upon amo: removing biases from initial interview processes increases opportunities for all demographics to be hired by watchhouse. Erg/dei education increases Employee ability/motivation by establishing a safe space for Employee retention purposes. A possible limitation is that without leadership commitment — such programs may be perceived as mere window dressing.

3. Critical assessment of implementation by departmental managers


Although hr departments create policies/guidelines — departmental managers (i.e. Regional directors/house managers) act as a conduit between corporate objectives and frontline employees. Therefore, implementing modern hr practices created by the corporate office will depend heavily on actions taken by departmental managers:
Implementation route for store managers

| leadership through coaching and providing feedback
Departmental managers must lead by example when engaging with digital up-skilling/training programs/Dei workshops. If managers choose to engage in training/development programs — then it demonstrates to frontline staff that these programs are important to corporate objectives — therefore increasing participation. Managers should also coach/Baristas to learn/apply new hospitality technologies/service skills using the "show-tell-do-review" model during low-pressure/stress environments.
Including hr Metrics in ongoing store activities
To increase accountability — managers must tie Contemporary HR Practices to ongoing store activities by linking them to KPIs. For instance, a house manager could establish targets for completing digital micro-learning modules/or link dei related goals/objectives into performance evaluations/reviews.
Resisting change
Utilize kotter's eight step model for implementing organizational change — managers can assist their staff in understanding why old-fashioned methods need to evolve:
Create urgency regarding need for retail/hospitality digitization:
Create a coalition consisting of senior Baristas who support the implementation of new technologies.
Share vision with frontline personnel:
Ensure that frontline staff view new technologies/tools as enhancing their relationships with customers — not replacing their positions/job security.
Feedback loops
Managers must create weekly one-on-one meetings with staff members to monitor staff member satisfaction/identify concerns/issues regarding workload/inclusivity. This continual assessment allows organizations to recognize/deterrent problems resulting in staff departures prior to departure occurring. 

4. Introduction — conclusions — Recommendations

Conclusion
Developing/managing effective individuals involves an integrated plan that addresses technological innovation/talent retention/diversity. Organizations that focus on Employee development/up skilling/well being will achieve long term competitive advantage as the specialty coffee industry continues to grow. Watchhouse will be able to continue achieving long-term success by resolving issues with digital literacy/enhancing incentive structures/promoting an inclusive culture.
Recommendations
To improve current practices at watchhouse, i recommend the following:
Hybrid training methods: implement hybrid training methods that combine digital learning with hands-on training of coffee-making/hospitality services so that traditional craft skills are maintained while implementing modern technologies.
annual anonymous workplace surveys:
Analyze Employee perceptions annually through anonymous surveys conducted across uk/international locations regarding Inclusion issues — identify areas needing improvement.
Structured fast track career development program:
Create a structured career development program designed specifically for junior Baristas advancing into managerial roles to promote increased job satisfaction/retention. 
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