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Abstract. 
Human capital is fundamental for any business, as a reference to the level of 

productivity, this managed by the department of human resources. Therefore, 

throughout this study, the function and implementation of strategies of this particular 

department inside the business Esparteros Ltd. will be analysed with the aim of 

observing its importance inside the business and in particular, the relationship and 

influence it has with other departments. In order to achieve this, the thesis will be 

divided in the following way: an introduction to the market in which it operates, an 

overview of the business and its strategies, a focus on the decisions developed by the 

human resources department, as well as the outcomes that have been gathered. 

Key words: working environment, decision making, recruiting, layoff, training, 

retribution and motivation. 

 

Resumen. 

El capital humano es fundamental para cualquier negocio, como referencia al nivel de 

productividad, gestionado por el departamento de recursos humanos. Por ello, a lo 

largo de este estudio se analizará la función e implementación de estrategias de este 

departamento, en particular, dentro del negocio Esparteros Ltd. con el objetivo de 

observar su importancia dentro del negocio y la relación e influencia que tiene con 

otros departamentos. Para lograrlo, la tesis se dividirá de la siguiente forma: una 

introducción al mercado en el que opera, una visión general del negocio y sus 

estrategias, un enfoque en las decisiones desarrolladas por el departamento de 

recursos humanos, así como los resultados que se han recopilado. 

Palabras clave: clima laboral, toma de decisiones, contratación, despido, formación, 

retribución y motivación. 
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1 Introduction 
Inside the Bachelor’s degree of Business Administration and Management different 

subjects related to the different departments of the business are taught and when 

joined they create a global overview of how a business works. The final thesis reflects 

the completion of this studies, ensuring that the skills and knowledge obtained 

throughout the course have been successfully completed. Therefore, the students 

have been divided in groups of five with which they will compete in a specific 

marketplace through the simulator ‘Gestionet’. In this specific case, the business 

awarded was Esparteros Ltd.  

The marketplace was composed by ten businesses specialized in the sports industry. 

Each one of the members of the team represented one of the departments inside the 

business. In this thesis we will be referring to the human resources department. The 

simulation offered a large source of information, with the objective to be able to have 

a complex knowledge of the market and the business to make the best decisions. 

In the thesis we will be referring to the company Esparteros Ltd., and the market in 

which it operates, with the aim of having an overview of the corporate strategies the 

business aims to achieve. Following on, we will be focusing the study on the decisions 

adopted by the human resources department, analysing its decisions and strategies. 

To finish off, there will be a personal reflection with the experience obtained. 

Thus, in order to complete the simulation, it is ideal for the student to be able to achieve 

the following as a sign of a successful culmination of the undergraduate studies: 

• To be able to apply the knowledge obtained in the career in their future 

professional job. 

• Capable of making a critic analysis with the aim of developing the best decisions 

and a consequent constructive reflection. 

• A strong verbal and written communication to transmit information, problems 

and solutions depending on the context and the audience. 

2 The Company and the Market 

2.1 Introduction 
In this first part of the final thesis the objective is to develop a precise description of the 

overall business Esparteros Ltd. In order to do so, a small picture of the business will 

be given, this is its history. Later, the mission, vision and values of Esparteros Ltd. will 
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be stated, a fundamental aspect to understand the organizational culture of the 

business, and how they want to position themselves in the sports market. This latest 

point needs to be reflected on the strategies and objectives set by the company, that 

will also be displayed. 

Secondly, the internal market will be defined. This will be composed by the 

organizational structure of the business and the division of the different departments 

with its functions. Inside this section, the use of resources will be covered, both human 

and physical resources, as well as the products that are produced with the use of them. 

Esparteros Ltd. is also a corporate social responsible, therefore in this internal process 

they are conscious about the impact they might cause in the environment when 

developing their activity. 

Finally, it is important to understand the market in which they are operating, therefore 

aspects such as stakeholders, globalization and macroeconomic variables are 

fundamental to understand the position of the business in the sports industry, and how 

the strategies set by the business change depending on the region and with which 

product they are operating.  

2.2 Esparteros Ltd. 
Esparteros Ltd. is a company that was founded in 2020 as a stock company. This firm 

is specialized in the production and sale of sporting goods. It is located in Seville and 

its headquarters are located in Dos Hermanas. The reason for the location is that Dos 

Hermanas is a strategic point in terms of saving distribution costs as it is located very 

close to one of the main highways of Spain with frequent transit of freight vehicles. 

The name of the company comes from the place of origin of one of the founders of the 

firm, Sierra de Esparteros, which is also located in the province where the product first 

started to be sold, one must never forget its roots, the place where everything started. 

The actual purpose of the creation of the company was due to the increasing demand 

that was found for sporting goods. The founders realized that, because of the increased 

concern about food it has led to an increase in the number of people who want to do 

sport too. What is more, due to the lack of time to do outdoor sports, people have 

started demanding more and more equipment to exercise at home. 
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In the beginning, the company started commercializing two products just in Spain, but 

it soon expanded to Europe due to the high demand. Since the company was doing 

great in the European market it decided to expand to North America too. 

At the moment, the company is still in expansion. It started commercializing a third 

product, not just in Europe but in North America too. Its international expansion is 

helping the company to gain recognition worldwide. 

2.2.1 Mission, Vision, and Values 

A mission statement is used by a business to state in clear and concise terms its 

purpose, revealing their values, culture, ethics, goals and agenda. These short 

statements have the objective of helping employees know which the tasks are to be 

covered, motivating them, and therefore, moving to an increase in productivity when 

accomplishing the company goals (James Chen, 2020).  

When writing the mission statement, there are a series of steps that need to be 

followed. These being the following: outline what the company does, describe the way 

in which the company does it and why you do, what you do (James Chen, 2020). 

Therefore, after analysing it, Esparteros Ltd. is a company with the purpose of:  

“Embracing the mentality of sport customers is what serves Esparteros Ltd. as a 

mission to provide to our customers the most optimal range of sports equipment, with 

ground-breaking sport innovations, followed by a service level in accordance with their 

changing needs”.  

Passing on to the vision statement, this one needs to answer the question, “Where do 

we want to go?” This statement needs to be applied to the whole organization, it is 

forward-looking and reflects the inspiration, dreams and hopes that will be used when 

planning the strategic objectives of the company (Susan Ward, 2020). The vision of 

Esparteros Ltd., is the following:  

“To accelerate the inspiration of every person to discover the athlete they have inside, 

and most importantly, to not let it go”.  

To finish, Esparteros Ltd. needs to apply a series of values that embrace their 

organizational culture in order to achieve its mission and vision:  

● Proactivity: There is always room for achieving better results. The company is 

always moving forward, foreseeing what might happen in the future regarding 
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changes in the competitive environment. On a daily basis engagement needs to be 

present in order to be the most efficient possible. 

● Innovation: In order to achieve sustainable success, the implementation of 

technologies and systems is fundamental, helping the business to optimize 

processes driving it to be better.  

● Excellence: The idea is to push the customers to pursue excellence through the 

best equipment that balances price and quality.  

● Sustainability: Esparteros Ltd. is concerned about solving the environmental issues 

present. Esparteros Ltd. introduces the most efficient distribution systems as well 

as technologies to reduce the negative impacts in the environment.  

● Stand for equality: They are focused on each one of their customers and 

employees. Working with honesty and integrity, increases the society’s confidence 

in the business. 

● Personal development: The employees will be continuously receiving the 

appropriate training they need in order to continue motivated, and make them 

professionals in the sector of sport’s equipment.  

2.2.2 Differentiation Strategy: Quality, Technology and Innovation 

When Esparteros Ltd. was founded, their main purpose was to offer quality through 

their products. With the current market, it has been made aware that what has taken 

precedence over the last years has been price. However, prioritizing price over quality 

has its consequences, from the consumer’s experience to the environmental impact of 

the products. This is why offering quality has always been a priority in Esparteros Ltd. 

Esparteros Ltd. pride themselves on the fact that they offer their clients high quality 

products, with the latest technology and innovations available in the market. This is 

how the company likes to differentiate their products from those of their competitors, 

by ensuring their clients that anything they buy from Esparteros Ltd. will be of the 

highest quality. Moreover, this is how the company wants people to see the brand; by 

making sure that Esparteros Ltd. is known for its excellence. 

In order to reach this quality that Esparteros Ltd. preaches, the company carefully 

selects suppliers who offer top-quality materials and machines, to ensure that the final 

product is as efficient as it can be. 
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In addition, innovation is an important component of their selection of products.  

Investing on innovation allows Esparteros Ltd. to include the latest technology in all of 

their products. Many characteristics have been introduced thanks to the investment in 

innovation, such as screens that allow users to watch videos or TV while exercising, 

Bluetooth to connect their devices and keep track of their progress through different 

apps, features that allow users to program their workout as well as choose from a 

variety of pre-programmed workouts, etc.  

2.3 Internal Structure of the Company 
2.3.1 Organizational Structure 

Esparteros Ltd. organizational structure is similar to any other company in the market, 

it is based on four functional departments which are supervised by the CEO of 

Esparteros Ltd., as it can be observed in Figure 1.  

Figure 1. Organizational Chart 

 

Source: Own elaboration 

Esparteros Ltd. has a flat organization in which the CEO, Ms. Macarro, is reported by 

all the four managers of the different departments, who have some autonomy taking 

the decisions regarding their area of expertise. The second level of the hierarchical 

chart is formed by the four areas that are overseen by Ms. Macarro. These 

departments are the marketing department, whose Chief Marketing Officer (CMO) is 

Ms. Celaya, the human resources department, whose Chief Human Resources Officer 

(CHRO) is Ms. Ortega, the production and sales department, whose Chief Production 

and Sales Officer (CPSO) is Ms. Guisado and the finance department, whose Chief 

Financial Officer (CFO) is Mr. Carnerero.  

Firstly, the CEO, with the help of the managers of the different departments, set long-

term and short-term objectives and strategies based on the results obtained from the 

previous semesters and the core values of Esparteros Ltd. It will allow the rest of the 

departments to take the necessary actions to fulfill those objectives established. Ms. 
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Macarro coordinates the rest of the functional departments and is in charge of 

supervising that the objectives are being followed by them. Ms. Macarro will also 

handle the R+D area, trying to accomplish the objectives set.  

Although the different departments of Esparteros Ltd. have a certain degree of 

autonomy, there are many interdepartmental relationships between them. For 

example, the production and sales area, which is in charge of what and how much is 

produced as well as who are the suppliers of the raw materials and the machinery and 

the method of payment, is closely related to the human resources department, since 

Ms. Guisado has to inform Ms. Ortega about the number of hours needed to achieve 

the objectives for the semester. In addition, the sales department is always in touch 

with the financial department since the decisions taken will be based on the financial 

situation of the company at that moment. If there is a problem of liquidity in that 

semester, it will be necessary to delay in whole or in part only the payments of raw 

materials. Raw materials and machinery will be selected according to the strategy set 

by the CEO. 

The human resources department will have to manage all the personnel and staff of 

Esparteros Ltd. As it was mentioned before, Ms. Ortega will have to be in touch with 

the production area in order to know the number of hours needs to achieve the 

objectives. According to those, Ms. Ortega will have to hire or redistribute all the 

personnel. Moreover, the human resources area is interlinked with the finance 

department since Ms. Ortega will need funds to train the existing staff or hire new 

personnel. All Ms. Ortega’s decisions will be based on the objectives set by Ms. 

Macarro.  

The marketing department will have to deal with the image of the products and the 

promotion of them. Also, Ms. Celaya will set the prices of Esparteros Ltd.’s products 

based on their costs and the competitors’ prices. Like any other department, the 

relation between the marketing and the finance departments will be crucial for the 

accomplishment of the objectives since Ms. Celaya will need funds to create a 

marketing campaign that allows the company to obtain a higher market share and 

increase the sales of the semester.  

Finally, the finance department will manage the financial resources of the company 

needed to purchase the raw material and machinery, hire and train personnel, promote 
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Esparteros Ltd.'s products and invest in R+D. As it can be observed, Mr. Carnerero 

will have to be in touch with all the functional managers, as well as the CEO, since 

there are close interdepartmental relationships between them. Mr. Carnerero’s 

decisions will affect the liquidity and the profitability of the company.  

2.3.2 Physical and Human Resources 

The human resource capability is something unique, rare, valuable, irreplaceable and 

very difficult to achieve, therefore it's crucial when wanting to obtain a sustainable 

competitive advantage, against competitors who will strive to obtain the best human 

resources in the marketplace (Huan-Ming Chuang, Mao-Jen Liu, You-Shyang Chen, 

2015). 

Esparteros Ltd. is aware of the importance of adapting their products to the needs of 

their customers. Therefore, the principal objective of an effective management of the 

human resources is to align the objectives of the company to those of the employees, 

making sure the organization as a whole is moving towards the same direction. This 

will also increase their motivation; they will be working in a healthy and positive 

environment that will be reflected in the productivity of the business. Employees are 

the core of the business; they need to feel they are part of it, needed to achieve 

excellence. Therefore, the resources and capabilities that form the composition of 

Esparteros Ltd. is the following: 

Starting with the tangible resources, Esparteros Ltd. has a series of warehouses and 

offices where the main activity of the company is developed. The main warehouse is 

set in La Negrilla industrial complex, in Seville. They have a series of offices throughout 

the world depending on the demand in each area. However, the headquarters and 

where all the decisions are made is situated in Dos Hermanas. The company also has 

in its possession a series of vehicles that allow them to make the pertinent operations 

necessary for their activity. 

For this type of company, the technical resources are fundamental. Esparteros Ltd. 

owns the most innovative machinery and tools needed to manufacture the products as 

well as those needed for our employees to carry out their activities. 

To finalize, Esparteros Ltd. has made huge investments in intangible resources. For 

the Sevillian Company, innovation and technology is fundamental to achieve the 
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efficiency that they are looking for. This efficiency needs to be reflected in the 

production process as well as in the human resources. 

2.3.3 Products 

To finalize, Esparteros Ltd. has made huge investments in intangible resources. For 

the Sevillian Company, innovation and technology is fundamental to achieve the 

efficiency that they are looking for. This efficiency needs to be reflected in the 

production process as well as in the human resources. 

Multigym 

A multigym is a sporting device used for multiple purposes. It helps to strengthen arms 

and legs. Esparteros Ltd. uses the latest technological advances in all of their products, 

that is why the multigym that they offer easily adapts to the needs of its customers, and 

the level of exercise that each one prefers. 

Depending on the semester when the company is performing, the seasonality can be 

higher or lower. In the case of the multigym, as it is observed in Graph 1, the variation 

is not very significant as it hardly changes from the first semester to the second. 

Exercise Bike 

An exercise bike is a device that simulates the exercise of a conventional bicycle. The 

exercise bike offered in Esparteros Ltd. has an ecological charging function by 

pedalling. This means that the energy produced while exercising is used on the screen. 

This screen has multiple functions: Bluetooth, TV, radio, and even virtual routes 

through different countries. It is worth noting its lightness, as it only weighs 17 kilos and 

is foldable, making it easier to transport. 

Regarding the seasonality of this product in Graph 1, it must be taken into account the 

significant variation that it suffers from the first semester to the second, not only in 

Europe but in North America too. 

Treadmill 

A treadmill is a training machine used for walking and running with the possibility of 

incline. Esparteros Ltd. offers a treadmill with the latest technologies. It gives clients 

the possibility to watch movies and series on a touch screen located on the front of the 

treadmill. Also, as in the exercise bike, it has the possibility of choosing routes that 

change the speed and inclination automatically. 
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In both markets, Europe and North America, the seasonality of the treadmill increases 

from the first semester to the second as it can be seen in the graph 1. 

Graph 1. Product Seasonality’s 

 

 

 

 

 

 

 

Source: General department. Own elaboration 

2.3.4 Corporate Social Responsibility 

Corporate social responsibility (CSR) is a voluntary approach that companies take in 

order to “be socially accountable”, which includes taking accountability not only to itself, 

but also to stakeholders and the public. (Jason Fernando, 2021). Therefore, CSR 

means being conscious on the impact the company will have on society, including its 

impact on social, economic and environmental issues. 

Esparteros Ltd. values include, among others, sustainability, equality and personal 

development. Therefore, even though CSR is a voluntary approach, the company 

values would not be met unless they were coherent with CSR. 

In order to be coherent with the company values and with CSR, the company has 

incorporated different policies, which have also been guided by the Sustainable 

Development Goals. The SDGs offer a framework for those businesses who are willing 

to engage in CSR, as the latter was “established to address the various development 

challenges” (Pulari Kurian, 2018).  

Among the various SDGs, Esparteros Ltd. has primarily focused on the following: good 

jobs and economic growth, innovation and infrastructure, sustainable cities and 

communities, responsible consumption and climate action. 

 Some of the policies that Esparteros Ltd. carry out can be perceived in the 

procurement process. Esparteros Ltd. buys raw materials from providers that ensure 
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resources that produce low levels of waste. Moreover, the company’s machines come 

from Spanish providers, in order to support and invest in local businesses that are also 

environmentally friendly. Not only does this help the company achieve their values and 

compromises with the environment, but also help Esparteros Ltd. acquire the best 

materials to achieve their excellence and top-quality products.  

Regarding human resources, Esparteros Ltd. is committed to providing employees with 

the essential tools and resources to help them develop their capabilities and skills, to 

ensure motivation and sense of achievement. 

2.4 External Structure of the Company 
2.4.1 Market 

The business environment consists of external factors that have influence on the 

company's decision and on its overall performance. As it can differentiate between 

general and competitive environment, the latter one is more focused on the industry to 

which the company belongs, and the general one on the socio-economic environment 

in which it is included (Navas y Guerra, 2018) 

Esparteros Ltd. operates in the market SEJD2021, and thus is going to be affected by 

the changes in demand and supply that could take place along the periods. Within this 

concrete market, based on the products that are sold by the company, it operates in 

the fitness and sport sector, in order to supply effective, sustainable and innovative 

equipment to those consumers who are keen on a healthy and fit lifestyle. 

Moreover, it is very important to be aware of the sensitivity of the market to price and 

quality as well as the life cycle of the products offered, as they could be on the 

introduction, growth, maturity or decline stage, and this is something that will also 

influence Esparteros Ltd.'s sales turnover. 

2.4.2 Geographic Areas 

Esparteros Ltd. is committed to a strategy of international expansion. Although as 

mentioned before, its origins rely on in Seville, its rapid success led the company to 

expand nationally and also within the European market, consolidating its position there. 

Furthermore, taking into account its objectives, North America is its potential market 

for its international expansion. Besides, some differences between those markets may 

be clear, specially those related to the clients’ needs and characteristics as well as 
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their purchasing power, the seasonality and life cycle of the products, the costs and 

macroeconomic variables which may be different across countries. 

Europe 

This first market, Europe is the largest in terms of population, with 739 million 

inhabitants. With respect to the consumer profile, there is a big difference between 

price and quality sensitivity, the former being very low and the latter very high. In this 

way, in the event of a price rise, consumers would not alter their purchases, so it would 

not affect the company's sales, as they would opt more for those products that stand 

out for their higher quality. Its main currency, with some exceptions is the Euro, so this 

is the currency which will be used for products sold within the European market.  

In accordance with the Esparteros Ltd. company's strategy of offering high quality, 

efficient, sustainable and innovative products, the European market is key thanks to 

these characteristics that remain in its favor. Moreover, while the life cycle of the 

multigym and exercise bike are in a slow decline, the treadmill is in a growth stage 

within this market. With regard to the media used to advertise the products offered, in 

these countries, all of them, television, radio, press and internet, have a very similar 

impact on their coverage. 

North America 

The second market is North America, which has a population of 528 million people. In 

addition, this market has special and distinct characteristics in comparison with the 

European one. Consumer profile characterizes for having a medium sensitivity to price 

and quality of the products which means that Esparteros Ltd. should take this into 

account, as changes in prices could really affect their sales turnover because not all 

consumers will prioritize the high cost-quality product relationship as European 

consumers do, as they are more sensitive to those changes. 

Regarding the life cycle of the products in these countries, is quite similar to Europe, 

being the multigym and exercise bike in a decline, and the treadmill in a growth stage. 

Moreover, the currency in this market is the dollar ($), which is a relevant aspect to 

take into account because for example, if the chosen suppliers operate in foreign 

currencies, the prevailing exchange rates will intervene for the period. Thus, it is 

important for the company to be alert to these possible changes.  
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2.4.3 Competitors 

One of the goals of the company is to get the maximum market share possible, for this, 

the competitors in each market must be analysed. It must be taken into account how 

many firms are competing. As it can be observed in figure 2, the European and North 

American markets are the ones where most of the companies are performing, therefore 

gaining market share is more difficult there. 

Figure 2. Competitive presence 

 

Source: General Department. Own elaboration 

Esparteros Ltd. products are also supplied by other companies; however, strategies 

may differ between each other. Competitive strategies could be cost leadership, 

service leadership, image leadership or Esparteros Ltd. strategy on quality and 

innovation.  

It can be said that there is an existing competency across the different products 

categories and markets. Furthermore, there is a similarity between competitors, 

therefore price and market segmentation would be crucial in order to develop 

Esparteros Ltd. own competitive strategy. 

Within this challenging competitors’ environment, consumers perception towards 

products must be take into account, they will be willing to pay a higher price for higher 

quality products, and purchase on companies implementing a strong social corporate 

responsibility policies.  

According to the different needs of the clients, Esparteros Ltd. has a broad range of 

products for each one of them. Clients can be classified into the following groups: 

private gums, distributors, university, hotels, resident communities and households. 
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2.4.4 Macroeconomic variables 

In order to understand the market in which the business is operating is important to 

understand the macroeconomic variables involved in the transactions to be made. 

Therefore, Esparteros Ltd. needs to take into account the minimum and the maximum 

predicted for each variable in the different periods. These are: 

• Increase in the CPI (%): “The CPI measures the average change in prices over 

time that consumers pay for a basket of goods and services, commonly known as 

inflation” (James Fernando, 2020).  

• Interest type (%): A quantity that a lender charges for the use of resources, this 

being a percent of the principal (Caroline Banton, 2020). 

• Exchange rate: It affects the different transactions made by the business when 

selling, contracting transport, buying machinery and raw materials… the amount 

will depend on the country with which the operation is made. 

3 Responsibility area: Human Resources Department 

3.1 Introduction 
In every organization there is a division focused on recruiting, selecting, training, 

appraising employees and maintaining proper relations by compensation and 

motivation mechanisms. This department, named as the human resources department 

helps companies deal with the fast-changing business environment that employees of 

the 21st century are suffering (Mansa, 2020). 

This second chapter will be focused on the performance of the human resources 

department of the company Esparteros Ltd, where a deep analysis of the functions of 

the company, its objectives, the decisions and strategies implemented, comment the 

evolution of its different variables as well as a mention to the performance of 

competitors from the same industry in order to see the differences. 

3.2 Functions  
The main activities in the human resource department will vary depending on the size 

and the activity of the business. The more significant functions are the following: 

• Staffing: This activity includes the hiring of employees, hiring contractors and 

terminating the contracts with employees. 
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• Development: This function includes the continue development of employees 

through the provision of resources. It includes activities such as training and 

providing feedback. 

• Compensation: within the scope of human resources, they have salary and 

benefits that will be established depending on legal requirements, role and 

performance.  

• Safety and health: required to achieve the best practices in the majority of 

businesses. They need to make sure they comply with the legal requirements 

and make the appropriate changes in safety measures when this are required.  

• Employee and labour relations: defend the employee rights and take their 

opinions into consideration to avoid possible conflicts between the employees 

and the organization. 

3.3 Objectives 
The objectives of the department of human resources have the purpose to contribute 

to the correct development of the business and its production progress. Employees 

are one of the core elements of the business, therefore their wellness is essential in 

for a long-term positive working environment. 

Therefore, one of the most important objectives for this area is to align the objectives 

of the business to those of the department of human resources. Both strategies need 

to be connected and have a common goal to meet, this will be crucial to the results 

obtained by the business.  

For the department of human resources of the business Esparteros Ltd, it was crucial 

to set a series of objectives cooperatively and generally accepted, that were linked to 

the global strategy of the business. In order to do so, at the beginning of each period 

they established a series of objectives for the following 4 years. These objectives 

helped the business to analyse the performance of the department, and therefore be 

able to detect the strengths and weaknesses in the first periods, helping them to get 

advantage and establish corrective methods that will help the overall business achieve 

their corporate goals (Gómez-Mejia, Balkin and Cardy 2016, p.52). 

The functional objectives of the area of human resources were the following: 

• Comply with the production levels that were established for each period, without 

the need to outsource any service. In the case of Esparteros Ltd, they wanted 
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to keep to a minimum the outsourcing service, promoting the internal 

employees. 

• Raise interest in the most qualified employees with more experience in the 

market, able to develop the skills needed in the business and enhancing the 

value of it through the recruitment of the best workers. Another key element is 

to maintain these workers who are more efficient and add more value to the 

business. 

• In order to maintain the workers and raise interest in new ones it is important for 

the business to have clear values that are reflected on the organizational culture 

of the company. The workers need to feel part of the business and believe their 

opinion is going to be considered. Esparteros Ltd achieves this by a series of 

training programs that keep employees motivated, developing a strong 

commitment with the business. 

• When the workers feel they are part of the business, this will lead to a positive 

working environment and a working life quality that will be optimum. For 

Esparteros Ltd, this working environment is fundamental due to the fact that 

they will be motivated and will tend to achieve the proposed objectives. 

• For Esparteros Ltd, the growth and internal development of the workers is 

fundamental; in order to comply with this, they establish continuous training 

programs that influence the workers’ formation, developing a series of 

knowledge that will help them in their jobs. In this case, the objective will be to 

promote the growth of those employees of low and medium qualification until 

they obtain the high qualification. Esparteros Ltd aims to achieve that all their 

employees are of high qualification, creating more effective and efficient 

processes, reduce costs and be more profitable. 

• Lastly, a source of intrinsic motivation that is understandable is money. This 

motivates people to work hard, raising productivity and the standards that will 

be raised for all. Esparteros Ltd will increase it according to the CPI (%). 

3.4 Decisions and strategies 
As indicated previously, the business Esparteros Ltd operated in the market for 4 

years, this means, 8 periods. In this section the most relevant decisions and strategies 

adopted by the business through this time span will be analysed. At the end of this 
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section there are included a series of graphs where the impact of such decisions in the 

most important indicators of the human resources department will be represented. 

Firstly, the company Esparteros Ltd marketed the exercise bike, the multi gym in 

Europe, the treadmill to North America and Europe and the elliptical bike in North 

America. In order to comply with the demand of these products they thought that the 

most appropriate decision was to recruit all the workers interested in working for 

Esparteros Ltd. This decision was taken to comply with the future demand and have 

covered the hours needed with internal personnel and avoid outsourcing in future 

periods, being aligned with the objectives established in a beginning. Moreover, 

Esparteros Ltd saw themselves in the obligation to outsource, but this was kept to a 

minimum. At this stage the business needed more hours than those available, 

therefore they decided to recruit medium and high qualified workers, this being linked 

to the technical quality strategy (for multi gym and exercise bike) and an innovation 

strategy (treadmill) set by the business. 

Another aspect to take into account was the expected future increase of the CPI (%), 

thus, Esparteros Ltd decided to raise the salaries depending on this indicator, this is a 

monetary reward that validated their status and qualification. Even though, it was a 

variable that should have been taken into consideration throughout the four years, it is 

true that Esparteros Ltd suffered a bank overdraft and there were periods in which will 

discuss later where the business did not manage themselves in the most appropriate 

way. Apart from the raise of salaries, they decided that another source of motivation 

that will meet with the standards of the employees, was training. When employees 

understand their work and see how it fits into their company’s structure, mission and 

goals, they become more motivated because they understand that their work matters 

(Tanner, 2017). Therefore, Esparteros Ltd started training employees, specifically 

those of low qualification, exactly 75%, leaving a small number of employees of these 

level without the knowledge and experience the other section of the workforce had 

received. They also decided to train more than half of the workers of medium 

qualification, both those that have been more time in the business and those that have 

been recruited more recently. The higher the qualification of the workers, the more 

experience they will have, leading to a better quality, improved customer service and 

productivity that will drive the business to success.  
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Although the working environment was favourable and the workers were pleased, 

Esparteros Ltd suffered a bank overdraft that affected this department. The objectives 

set were too ambitious, and the demand was not as high as forecasted, therefore the 

sales that were predicted, were not accomplished. This was reflected in a massive 

amount of positive deviation, meaning that they had more available hours than those 

needed, exactly 1/3 of the workers were not operating, and the only solution available 

and discussed by the whole business was to fire. They saw themselves in the 

obligation to fire in two consecutive periods, not adopting the best measures the first 

time, due to the fact that they fired 50 workers without establishing any type of 

compensation that could create a trustworthy environment for those workers who 

stayed, leading to a strike. The 50 workers that were fired were of low qualification and 

less time in the business, with the thought of creating the less negative impact possible 

in the productive process of the business. This poor decision was improved with an 

increase of salaries of all workers by 3%, to make sure that those that were not fired 

don´t lose purchasing power and their motivation is maintained to work harder in the 

period of crisis they were suffering. However, the positive deviation continued to be 

massive, and there were not resources to improve the situation in any way, the 

department of human resources of Esparteros Ltd had a small margin to spend, 

therefore they thought that the best judgement was to maintain the positive deviation 

rather than fire. This decision, although it affected negatively the department, was 

taken with a vision of future, it would be incoherent to recruit in a future after having 

fired a large number of workers. 

Esparteros Ltd recovered from the bank overdraft by making a series of changes. They 

learned that they couldn´t be too ambitious. Financially, they were recovered, and they 

had cash to spend, therefore they decided to invest it in a positioning analysis, where 

they discovered that the technical and innovation strategy, they were following was not 

coherent with the decisions they were taking. The company discovered that the best 

strategies that matched with their actions were the service strategy for all the products 

with exception of the treadmill with which the company was going to follow an image 

strategy. These changes had a positive impact in the performance of the business. 

These changes of strategies did not cause any damage to the initial objectives 

established by the department of human resources, due to the fact that they are not as 

discordant as if for example Esparteros Ltd would have opted for a cost strategy. 
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Therefore, through a series of periods the business focused on raising salaries 

depending on the increase of the CPI (%) as well as they continued with their training 

programs. In terms of the training programs, they developed this by prioritizing those 

employees that have been more time working in the business, this is because they are 

the ones with more experience and more valuable, thus it is fundamental for the 

business to keep them motivated so they don´t lose interest in the business.  

The main problem the whole business had was the massive positive deviation still 

present. At this point, Esparteros Ltd had to make a decision, therefore the best 

solution they found after doing various analysis of different scenarios was to expand 

with the elliptical trainer to North America. They had the money and the resources; 

therefore, they chose that decision before firing. They were determined, but they had 

clear that they were not going to commit the same errors as in the past, that is why 

they took again the positioning analysis and they could improve their performance by 

changing again the strategies of the other products, therefore they ended up with a 

strategy of service for the multi gym and exercise bike in Europe and the elliptical 

trainer in North America; an innovation strategy for the multi gym in North America and 

an image strategy for the treadmill in Europe and North America. As commented 

before, these are strategies that aim to achieve a certain quality and a level of skills, in 

which the training and experience of the workers are fundamental for it to be 

successful. Esparteros Ltd, did not opt in any moment to move into a cost strategy or 

expand to South America, just for a simple reason of coherence. They wanted to keep 

their original image of ‘quality’; so, they chose strategies with which this would not be 

distorted, and that would of happen if they now had to change all their suppliers, 

worsen their corporate social responsibility image, change raw materials and the 

amount of innovation and money in marketing invested.  

Contextualizing, the department of human resources in the last periods continued 

training, following their objective of reaching a whole workforce with high qualification, 

as well as raising salaries always in proportion to the CPI (%). Esparteros Ltd, received 

good announcements referring to their performance, their workforce was working in a 

positive environment and receiving the motivation stimulus that they needed in order 

to keep interested and continue working hard to increase the overall performance of 

the business. Another aspect to denote is that the quality control has always been 
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maintained in a 10%, with the aim to reduce the number of hours available, this also 

being linked to the strategies adopted. 

In conclusion, for this section, the results and the performance obtained by Esparteros 

Ltd can be divided into two parts, the first one in which the business was in crisis and 

needed to keep shortages in which it can be highlighted the poor performance of the 

human resources department, and a second part where they recovered and they could 

invest and expand in order to take advantage  from all those human and capital value 

they had available at the moment, resulting in a great and noticeable improvement in 

the performance of the business. 

3.5 Analysis of variables 
3.5.1 Evolution of the workforce 

One of the objectives of the department of HR was to train or recruit employees so 

they were all of high qualification. This boosts the energy of the company, offering 

improved ways of operating. A more qualified employee will bring a higher degree of 

trust as well as a better knowledge in which tasks or projects will demand the most 

attention, prioritizing them accordingly. As illustrated graphically, in graph 2, throughout 

the periods the line that represents those employees of high qualification tend to 

increase, and inversely those employees of low qualification decrease. At the end of 

the period 8 it is seen the contrast between the two levels of workforce. The advantage 

this brings to Esparteros Ltd is that the employees will absorb new knowledge and 

abilities that best adapt to the new innovation of their sector, such as new technologies 

or new working techniques. 

Graph 2: Evolution of the workforce 

 

 

 

 

 

 

Source: Human Resource Department. Own elaboration 
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It improves the performance of the business and it is always a priority to recruit the 

employees of higher qualification and be able to withhold that talent that will bring only 

benefits to the business. In conclusion, Esparteros Ltd followed their objective up to 

the end, and it is true that were not able to end up with all their workforce with high 

qualification, only reaching a 66.2%. 

3.5.2 Evolution of recruitment and layoffs 

As explained before, the business Esparteros Ltd suffered a period of crisis, where 

their workers went on strike and the working environment was critic. In the graph 3, 

this situation is reflected in the first periods, where Esparteros Ltd did not carry out an 

accurate forecast of the demand that they were going to achieve, therefore they 

recruited in the first and second period a total number of 319 workers in order to cover 

the negative deviation they were carrying. At all moments they had present that before 

outsourcing they were going to recruit but the department of operations also has an 

important role. This department has needed to outsource in order to reach to the 

production capacity in order to avoid the need to buy any extra machines. The more 

prominent value was obtained in period 2, where they outsourced 50% of the 

production even after recruiting all the available workers interested in the business. 

That was the only solution appropriate at that moment. In the rest of the periods the 

volume of outsourcing was between 0% and 5%, trying to keep their objective present 

when they could.  

This situation was critically contrasted with the following two periods, where they were 

surprised with a massive positive deviation, and they saw themselves in the situation 

to fire. This was discussed by the whole business and it was a hard decision to take, 

due to the fact that the costs to fire were very high, this discussed later, and it was the 

last option Esparteros Ltd wanted to take.  

After doing the appropriate adjustments with the department of operations, they 

established the maximum this department could do to reduce this positive deviation, 

but it was still high, therefore they had to fire 216 workers which caused that throughout 

two periods the working environment was critic, and the employees went on strike.  
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Graph 3: Evolution of the recruitment and layoffs 

 

 

 

 

 

 

Source: Human Resource Department. Own elaboration 

The number of available hours was still massive, but they decided it was better to have 

a positive deviation with a positive working environment as to the situation already 

suffered. In conclusion, Esparteros Ltd was able to take corrective actions after the 

crisis and cope with the positive deviation instead of firing. 

3.5.3 Evolution of salaries according to the increase in CPI (%) 

The increase in salary is a source of motivation fundamental for the employees so 

there purchasing power isn´t affected, and this must be always taken into account by 

taking into consideration the increase of the CPI (%). In periods 1 and 3 in graph 4, the 

salaries were not increased. In the first case was because the business decided to 

spend its budget in recruiting and training, and in the third period due to the fact that 

there was not money that they could spend. 

This is an error that Esparteros Ltd committed, as they should have taken into account 

the salaries in every moment, and more specifically in that period 3 in which the 

workers were on strike and the working environment was disastrous. When they fired, 

they should have increased the salaries by the amount of increase in percentage of 

the CPI as a guarantee to the workers that the situation is going to be recovered and 

keep them motivated for future periods. The compensation system is of great 

importance when it comes to job satisfaction and intrinsic motivation. These monetary 

rewards are a validation of their vale, it is simply human nature to want it (Daly, 2020). 

From that point onwards the department had it present at all moments and they 

increased the salaries of the workforce in the same proportion to the CPI (%), as a way 

to retain them in the business and guarantee their recognition. 
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Graph 4: Evolution of salaries (%) according to the increase in CPI (%) 

 

 

 

 

  

 

 

Source: Human Resource Department. Own elaboration 

To complete the analysis, it was interesting to make a series of comparisons with 

companies that perform in the same industry as Esparteros Ltd to observe how the 

decisions from one to other company may have varied. This is represented visually in 

graph 5. 

The chosen companies with which the comparison is going to be made is with 

Carboneras Ltd which at the end of the period 8 did not obtain as much benefits as 

Esparteros Ltd and Estepa Ltd, which inside the industry was the leader. 

Graph 5: Comparison with Estepa and Carboneras in salaries in period 8 

 

 

  

 

 

 

 

Source: Human Resource Department. Own elaboration 

Starting off, the attention is focused on Esparteros Ltd., that is the only business with 

low qualification workers, therefore part of their profits was located in these. Passing 

on to the medium and high qualification workers, the salary these businesses have 
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stated are fairly the same, the reason of this may be that they have adopted decisions 

that were on line with the increase of the CPI (%), in order to maintain the purchasing 

power of the workers. Therefore, Esparteros Ltd., apart from the fact that they kept low 

qualification workers in their business, their performance towards the performance in 

salaries was appropriate and in line with other inside the same industry. 

3.5.4 Evolution of training programs 

As stated as objective, Esparteros Ltd wanted all their employees to be of high 

qualification. Improving the self-worth of employees is valuable from an ethical 

perspective. Employees need to understand how their work matters, their training is 

seen an investment in vital human resources, as well as a commitment to the 

employee’s career progression. This can promote loyalty, attachment, and 

enthusiasm, resulting in an ideal atmosphere of growing and learning.  

Esparteros Ltd has followed Vroom’s expectancy theory in which the behaviour of the 

employees will be based on the results they expect. Therefore, they need to believe 

that effort they put into the business will result in a level of performance (expectancy), 

leading to an attainment of outcomes (instrumentality) and value the importance the 

outcome has for the person itself (valence). Employees want something in reward that 

meet their expectations, through the intrinsic motivator of a fair compensation and 

training programs in which they understand their value inside the business (Expert 

Program Management, 2018). 

Graph 6: Evolution of the training programs offered to the workers 

 

 

 

 

 

 

Source: Human Resource Department. Own elaboration 

As observed in graph 6, throughout all the periods they have been trained, apart from 

periods 3 and 4, where bank overdraft had place. However, at the end of period 8, 479 



27 
 

0

200

400

600

800

1000

Low Medium High

N
º 

of
 w

or
ke

rs

Qualification

Carboneras Esparteros Estepa

out of 723 employees were of high qualification. They did not reach their objective of 

training the whole workforce, but they had it present and tried to achieve it. Another 

point to take into consideration is that they prioritized the training of those employees 

that had been in the business more time, with the aim of increasing their motivation, 

these are the ones of more value to the business. These training programs are aligned 

to the strategies adopted by the business in which the efficiency, quality and knowledge 

are fundamental. 

To finalise this section another comparison has been made with the same companies, 

Carboneras Ltd. and Estepa Ltd.. Thus, in graph 7, the comparison is going to be made 

with the nº of workers and their qualification, as a clear reflection of how the department 

of human resources has operated in terms of training programs, this being directly 

linked with the efficiency of the business. Through the graph 7 is seen that the 

competitors have been able to train all their workforce, making sure they are all of 

medium and high qualification, different to Esparteros Ltd, that even though it was one 

of their most important objectives, they have not achieved it, retaining 52 workers of 

lower qualification. For medium and high, Esparteros Ltd has more workers of high 

qualification than Carboneras Ltd, therefore at that point they had performed better 

than this company, but if we then look at Estepa Ltd, this company has clearly more 

workers and the majority of them are of high qualification, exactly 94,5%, against 

66.2% Esparteros Ltd. 

Graph 7: Comparison with Estepa and Carboneras in nº of workers and its 
qualification in period 8 

 

 

 

 

 

 

 

Source: Human Resource Department. Own elaboration 
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In conclusion, compared to other companies, the department of human resources 

could have managed better their workers, as a guarantee to improve their knowledge 

and skills that are of great importance and value to the business. 

3.5.5 The cost of salary in relation with the operating cost 

It is always interesting to see the impact a department in its own has over the operating 

costs of a business. In this specific case, an analysis of the major costs of the human 

resources department, that are salaries, are going to be compared with the operating 

costs of the business Esparteros Ltd. There is a clear evolution of costs that can be 

explained, as seen in graph 8, with the evolution of the performance of the business. 

Although, the salaries throughout the whole period did not vary as much, due to the 

fact that the business raised its salaries in proportion to the increase in CPI (%).  

A period to stand out is period 6, where the business was still recovering from the crisis 

and they adopted the prudence principle, and it is interesting to observe how the 

majority of the costs incurred in that specific period came from the human resources 

department. The same happened in period 3, where the busines was still in an adaptive 

phase inside the market and there were no risks assumed. 

However, a clear distinction can be made in the last periods where there was a slight 

increase compared to the huge volume of costs that the business generated in the last 

periods, coming from the investment in supplies and marketing due to the expansion 

made. 

Graph 8: The cost of salary in relation with the operating results 

 

 

 

 

 

 

 

Source: Finance Department. Own elaboration 
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3.5.6 Evolution of deviation of available hours in HR 

As referred throughout the whole analysis of the performance of the human resources 

department of Esparteros Ltd, the hours available has always been much larger than 

the hours needed throughout the four years. In graph 9, this tendency started after the 

bank overdraft suffered by the business. From the period 4 onwards the business 

decided that it was better to maintain a positive deviation instead of firing, in case the 

business decided to expand or there was an increase in the expected demand and 

Esparteros would be seen in the situation of recruiting, something that could be 

perfectly avoided if they maintained the workforce they had. The deviation could have 

been clearly solved by firing, but as commented throughout the analysis, the business 

had clear that firing was going to be their last solution due to the negative and poor 

environment that it intrinsically creates. Therefore, as a conclusion, is seen that even 

though the positive deviation they had was immense, they opted to keep it and maintain 

a welfare between their employees and a positive working environment, before having 

workers in strike and a worsen working environment that could affect their social image. 

Graph 9: Evolution of the deviation of available hours in the department of HR 

 

 

 

 

 

 

 

Source: Human Resource Department. Own elaboration 

3.6 Evaluation of the overall performance of the department of HR 
In conclusion, after the analysis of the management of the department of human 

resources of Esparteros Ltd, it can be stated that the decisions taken by this 

department are of great importance to the productive system of any business, as well 

as its value. By going back to the initial objectives established by Esparteros Ltd 

pointing out the following conclusions. 
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Firstly, the business had in mind that they were going to avoid outsourcing, but due to 

the circumstances, they have seen themselves involved in the situation to outsource 

when the department of operations had to cover their process without incurring in extra 

unnecessary costs from the purchase of an extra machine. The retainment and interest 

of those workers of higher qualification has been present at all moments in order to 

create a more efficient productive system and at the same time create value. This 

retainment was going to be achieved by a series of training programs that demonstrate 

to the workers their self-value inside the business to maintain them motivated. Their 

objective was to have all their workers of the highest qualification, however this has 

not been met by the business due to the financial circumstances that they suffered in 

the first two years, and also due to the poor management of the human resources 

department when it came to methods of compensation, where they should have 

increased salaries and developed training programs to create a secure and trustworthy 

environment where workers don´t feel they are going to be fired. Another aspect the 

business took into account was the intrinsic motivation, this being the salaries, that 

they increased according to the CPI (%), therefore this objective was accomplished in 

most part of the life of Esparteros Ltd, leading to a positive working environment and 

an extra channel of motivation that the workers need. Lastly, the business was able to 

comply with its SDG’s of gender equality and quality education through the appropriate 

training sessions.  

It can be concluded that throughout the life of Esparteros Ltd there has been a series 

of moments in which they have felt stressed and out of control, however they were able 

to recover. The department of human resources was able to learn from its errors and 

take the corrective actions they saw more appropriate. 

4 Conclusion 
From my point of view, after this experience, it has been interesting to do a final thesis 

in group and with the use of a simulator where we have been able to apply the 

knowledge obtained in the career in a more realistic way. At the beginning I was not 

sure how it was going to be developed and if I was going to enjoy it, as I personally 

don´t have the best experiences when I work in group. Nonetheless, in this final thesis 

I had the opportunity to work with new people, and I have to admit that it was rewarding 

to see that there was not any problem, and that each one complied with their work.  
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Moreover, I found it an enjoyable competition between groups in which you had to 

communicate and apply the best decisions in order to be the market leader company. 

Therefore, it was very important that I gathered all the information given in order to 

analyse it and transmit the most important aspects to my partners. However, it is also 

true that I would have liked to have more activities to develop inside the department of 

human resources, as for example some types of incentives or bonuses that we have 

been taught in the subject of human resources. 

In the final thesis I can conclude that I have been able to comply with its objectives. 

Firstly, I have been able to transmit to my group the knowledge obtained from the 

subject of human resources to the simulation, increasing my interest in this area. I have 

also been critic with myself, knowing the decisions that I could have taken in another 

manner, analysing them and taking corrective measures for future periods. Lastly, in 

Esparteros Ltd., there was a continuous flow of information, therefore it was easy to 

solve the problems that appeared. 
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6 Annexed 
Annexed 1: Logo 

 

 

 

 


