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Blog 1. A broad view of HRM in ethnic rural tourism
This is the first blog of assessment 2, which is a broad view of research about HRM in ethnic rural tourism. I will firstly explain the definition of the term ‘ethnic rural tourism’, then explore a scope of current research of HRM in contexts of tourism industry, rural tourism and ethnic tourism.
In developing countries, household business like rural tourism helps villagers reduce daily agricultural risks and increase income.(Mao and et al., 2020, P. 11) By hiring local employees, and Using natural heritage and rural culture as attractions or facilities, rural tourism contributes to regional sustainable development and poverty alleviation(Lane and Kastenholz, 2015; Lan and Kerstetter, 2019; Torre et al, 2017; Wijijayanti et al, 2020; Liu and Cai, 2018) 
Ethnic tourism is defined as a tourism marketed to the public in terms of the ‘quaint’ customs of indigenous and often exotic peoples, including experience of visiting ancient villages, joining festivals and events, purchasing souvenirs.(Smith, 1977, P.4; Yang, et. al., 2008) It is used by many governments for culture and economic development.(Li, 2010, P. 561) For example, ethnic minority village tourism is an important form of ethnic tourism, especially in China, which develops local cultural event and natural scenery with exotic and rural features as attractions.(Li and et al, 2021, P. 5) By this way, life of local minority ethnic people might be observed, photographed, and especially interacted with as living spectacles.(Li and et al, 2021, P. 4) Nowadays, ethnic tourism is discussed for its influences on regional development and local minorities.(Li, 2010) In China, ethnic areas are undeveloped, covering multiple geographical regions with large ethnic minority population.(Zhu and He, 2021, P. 386) It is believed that Chinese ethnic minority areas development relies on abundant tourism resource.(Lin and Li, 2021, P. 2) However, there are both positive and negative irreversible impacts of ethnic tourism on local place, which would be discussed in the next paper.(Yang, 2016)
Currently, Chinese rural tourism is supported and intervened by governments and state-owned companies, which is believe to be an important drive of ‘Targeted Poverty Alleviation’ policy.(Lan and Kerstetter, 2019) Sustainability is emphasized by government in context of Chinese rural tourism development, in which villagers mostly share benefits(income, jobs and facilities construction) instead of making decisions.(Gao and Wu, 2017) 
In China, as a multi-ethnic country, there are obvious ‘strong-weak’ and ‘supporter-recipient’ relationships between the majority ethnic Han and other minorities in economy, society and culture.(Zhang et al., 2017) And it is marketed to Han customers from developed areas.(Yang et al., 2013) Hence rural tourism and ethnic tourism could share a similar context in ethnic minority areas of China, such as Ebian Yi Ethnic Minority Autonomous County, which will be referred as ethnic rural tourism in this study. 
In tourism industry, human resource management contributes to business in multiple aspects, which is usually interacted with complex local situation as picture 1 shows, such as community, transporting, social care and culture.(Baum, 2018) According to a study on health tourism of Kosovo, human resource management approaches have significant affects on job satisfaction and working performsance.(Alberta, 2020) 
Tourism is a business environment where customer satisfaction toward service extremely matters.(Zwane et al., 2014) So human resource is believed to be the most contributing resource for tourism and hospitality companies, as skilled staff and internal cooperation is valuable in certain industry.(Garcia, 2018) Service is believed to be the key output of tourism, in which the interpersonal interaction between costumers and service providers makes employee an important part of the product.(Kusluvan and et al., 2010, P.172) As picture 2 reveals, labour markets in tourism industry have higher proportion of unskilled, low-level educated and younger employees. Hence, HR department shall recruit and develop qualified employees by different ways depending on local condition. Cultivating corporation culture and improving company-employee relationship are important as well.(Kusluvan and et al., 2010) Tourism corporations also need to recruit, train and deliver specialists for different types of attractions. For example, GHRM(Green Human Resource Management) is developed for tourism corporations with environment protection issue, like ones opened in nature parks.(Elshaer, 2021; Siyambalapitiya, 2018) Effective human resource management, including training and education of employee, which shall be supported by multiple stakeholders, especially tourism government department, would contribute to sustainable development of tourism by meeting tourists’ expectation better.(Hieu and et al.,2020, P. 41)
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Picture 1(Baum, 2018, P.877)
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Picture 2 (Kusluvan and et al., 2010, P.195)

Ethnic rural tourism corporations rely on local people and culture as the basics, which requires changing and transferring of human resource for sustainable development.(Yachin and Ioannides, 2020, P.1018) The disadvantages in tourism labour market are more obvious in ethnic rural area. In China, ethnic villages in different regions probably have totally different geographical, economic and traffic conditions.(Yang, 2016) Residents in more closed and undeveloped villages are more likely with lower education-level and occupied by agriculture activities.(Mao and et al. 2020) Local people often need to be equipped by basic skill and knowledge for new jobs.(Lor and et al, 2019, P. 141) Chinese researchers believe that government and village community shall play the leading role to support local talent training and encourage experts to join ethnic rural tourism development. And corporations need to cooperate with local policies in recruitment and payroll.(Huang and et al., 2018; Feng and Ran, 2017; Li and Zhao, 2018; Liu, 2018)
For ethnic minorities employees, their working engagement and attitude might be affected by culture and history, like some residents in Jamaica refuse to join local tourism industry because of history of producing wealth for colonists.(Nicely and Syndor, 2015) It could lead to workplace diversity as a topic, which means both creativity and conflict to ethnic rural tourism corporation.(Evans, 2017;Guillaume, 2017)
In conclusion, in an industry like ethnic rural tourism, which is often operated in regions with barrier of culture, economic and ethnic identity, HRM could be essential for cultivating professional staff and diversity management. Suitable HRM polices might help corporations survive and gain competitive advantages in complex business environment of ethnic rural tourism. 
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Blog 2. Workplace diversity
This is the second blog of assessment 2, which will discuss the term ‘workplace diversity’ in the context of ethnic rural tourism in China. 
Diversity is salient differences between individuals, which might affect corporations by internal bias and multi-dimension information.(Guillaume, 2017) Due to globalization and society development, corporations might have an increasing number of new characteristics in workplace, which gives managers a task to understand these kinds of differences of individuals and groups to improve competitive advantages in business expansion.(Schaffer, 2019) Therefore, a new norm called Workplace diversity is developed, as an evolving term for racial differences that affect the relationship between employee and corporation, including differences of race, political affiliation, cultural affinity, gender identity, religion, and sexual orientation.(Evans, 2017; Sabharwal and et al., 2018) It has a double-edged nature, which not only increases potential of innovation, but also brings more conflicts and challenges to the corporation.(Guillaume, 2017) 
With 55 ethnic minority groups playing a weaker position than Majority Han in social and economic development, In China, ethnic rural tourism industry is closely related with local poverty alleviation polices, which means corporations are obliged to hire local ethnic minorities employees.(Lan and Kerstetter, 2019; Gao and Wu, 2017) Despite ethnic minority autonomous system and various support policies, ethnic minorities people in China are still believed to be discriminated because of lack of access to political power. It is believed that ethnic diversity and phenomenon of polarization have been affecting Social and economic development negatively, which requires integrated strategies(Han and Paik, 2017) On the other hand, some Chinese scholars claim that there are positive aspects of ethnic diversity in tourism, which enriches local exotic features.(Liang, 2012) Ethnic minority people and women are believed to be most obvious low-status groups in workplace for physical and social distinctions.(Yang and Bacouel-Jentjens, 2019) Ethnic minorities people are possibly more sensitive to their ethnic identities, which consist of identity recognition, cultural background, religion and internal relationship of the ethnic group.(Yang and Bacouel-Jentjens, 2019) This kind of differences is defined as workplace ethnic diversity.(Valenluza and et al., 2020) Scholars argue that it might be necessary to manage ethnic diversity psychologically by paying attention to the relationship between mental state of ethnic minorities employees and working performance.(Enchautegui-de-Jesús and et al., 2006) Since ethnic minorities people usually inhabit in certain regions or communities, workplace ethnic diversity could also be related with ‘sense of place’, which consists of self categorization by location, material and cultural meaning.(Fang, 2014)
Overcoming bias based on non-ability issues and building workplace equity among different identity groups are essential for corporations to use human capacity in a more productive way.(Flory and et al., 2021) Hence workplace diversity management and related policies could be important for human resource management in ethnic rural tourism, which might improve workplace equity and boost employee’s working performance when being used effectively.(Scarborough and et al., 2019) Workplace diversity management, as a component of human resource management, aims to make sure all employees could achieve their full potential for the corporation despite different identities, by policies and programs like training and team building.(Sabharwal and et al., 2018) Cultivating diversity mindset of employees could be a way to avoid bias of internal dissimilarities, which might lead to a more creative and friendly working environment. (Schaffer, 2019) Workplace ethnic diversity management and policies in the western world are more about increasing workplace diversity and well-being of immigrants and multi-race employees. In China, since ethnic minorities groups usually live closely in certain regions, workplace ethnic diversity management and policies are related with localization and area-development. American researchers believe that race/ethnic has been the most important in diversity study, and there has been a lot of research results about rationale of working diversity polices, while studies on employee’s feedback are limited. (Scarborough and et al., 2019) Diversity management polices could not only be developed by corporations, which might be internal, but also be externally introduced and supported by government, especially in China. Similarly, Chinese researchers usually focus on policy-making or system-building in the perspective of national or local government, by both qualitative and quantitative methods, while little of them pay attention to how local ethnic minorities people really feel.
Tourism and hospitality industry is believed to have the largest amount of immigrants and ethnic minorities employees in many countries, and best practices in top corporations are easy to notice. However, there are fewer research results about workplace diversity management than it in other management areas.(Yang and Gavade, 2018) Diversity management and related training programs could be positive for employees’ performance and cooperate relationship.(Madera and et al., 2017) Madera points out that there are six kinds of common diversity programs in tourism and hospitality industry: leadership initiatives, diversity training, recruitment and selection, mentoring and net working, supplier diversity, Affirmative Action (AA) and Equal Employment Opportunity (EEO) Compliance. (Madera, 2013, P. 125-126) Informal diversity management is believed to be positive for hospitality corporations’ financial and innovation performance, such as diversity recruitment, performance management and training.(Manoharan and et al., 2019) For ethnic rural tourism in China, the concept of cross-cultural management could be employed, which might help corporations to build a friendly multi-ethnic system, forging a environment and cultivating long-term competitive advantages in human resource management.(Malik and et al., 2016)
In conclusion, workplace diversity is differences between individual employees that occurs during business occurring. In Chinese ethnic rural tourism could exist in ethnicity, gender and rural-urban/regional gap of development. To use advantages and moderate negative affects of its double-edged nature, diversity management and related policies, as an essential component of strategic human resource management in tourism and hospitality industry, shall be employed by both corporations and government to ensure well-being and productive status of employees.(Madera and et al,. 2017) 
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Blog 3. IRT theory and strategic human resource management in tourism industry

This is the third blog of assessment 2, which would bring IRT(Integrated Rural Tourism) theory into the context of strategic human resource management in ethnic rural tourism industry.
IRT(Intergrated Rural Tourism) was firstly proposed by Brian Ilbery and Gunjan Saxena in 2007, which is defined as tourism explicitly linked to the economic, social, cultural, natural, and human structures of the localities in which it takes place (Saxena et al., 2007; also Saxena and Ilbery, 2008). It was originally developed and employed to analyze rural tourism of England-Wales cross-border region. Saxena concludes that cross-border regions faced complicated existence of different cultural, economical and political situations.(Saxena and Ilbery, 2011, P. 1141)
IRT theory bases on SPRITE (Supporting and Promoting Integrated Tourism in Europe’s Lagging Rural Regions (LRRs)), which is funded under the European Commission’s ‘Quality of Life and Management of Living Resources programme’.(Saxena, 2011, P. 1142) IRT is defined as a means of thinking critically and comprehensively about the actors, resources and relationships involved in this notoriously fragmented industry. These kinds of networks of actors could also be called stakeholders networks.(Nogueira and Pinho, 2015, P. 327) The term ‘integration’ of IRT could involve integration of human resource, policy, society, areas and institutions. And there are 5 benefits of IRT on rural tourism development, namely Direct economic benefits, Experiential benefits, Conservation benefits, Developmental benefits, Synergistic benefits.(Saxena et al, 2007, P. 350-352) 
The key concept of IRT theory is networks with different characteristics, which consists of 3 pairs of converse conditions (In table 1). By making banlance of these characterisitcs, self-awareness, pride, self-confidence and solidarity among local actors could be improved.(Saxena et al, 2007, P. 362) IRT also contains three elements: local actors, networks and relationships, which are at the same time influenced by formal and informal institutional arrangements.(Gao and Wu, 2017, P. 225) 

[bookmark: _GoBack]Table 1. Binary understandings of network characteristics(Saxena, 2007, P. 353)
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Strategic human resource management focuses on the relationship between HRM practise and corporation performance, which refers to customer service in tourism and hospitality industry. In tourism and hospitality industry, front line manager plays a key role in strategic human resource management, which could help corporation build a positive development environment in particular local situation of economy, culture and society.(Madera and et al., 2016) Normally strategic human resource management includes recruitment and selection, reward and training. (Huselid and Becker, 2010) According to Madera, there are three levels of outcome from human resource management strategies, namely employee level, operational level and financial level, which starts from improvement of employee ability and job satisfaction, to higher service quality, then to growth of sales and better financial performance.(Madera and et al., 2016, P. 59)
Since human resource is one of the integration components in IRT theory, It might be  enlightening to discuss strategic human resource management in an IRT framework, which means develop HRM strategies by taking advantage of different local stakeholder networks. As strategic human resource management emphasizes local features, IRT development in China also needs to be suitable with local condition. It could possibly guide managers to build a sustainable human resource management system for more efficient recruitment and training in lagging regions like Chinese ethnic rural area.
There has been Chinese researchers trying to employ IRT theory for rural tourism in China, or building similar integrated model. In their studies, human resource management, especially training part, usually plays an important role. Gao and Wu(2017) using IRT theory for building their rural revitalization study, in which they implicate that local individual residents shall gain skill and working experience by practice as business practitioners. Bao and Gao(2021) suggest that tourism corporations and local social organizations could both be responsible for skill training of local residents. Huang(2018) argues that endogenous system is vital for sustainable development of ethnic villages, with a higher amount of local employees and more efficient training process of local people, which shall take the residents as the core, and be guided by government, linked by community, driven by corporations.
Six kinds of networks included in IRT theory might all contribute to strategic human resource management in ethnic rural tourism in China. Embedded network often refers to family members or close friends in local place. In perspective of HRM, employees from embedded network are ideal for small business in ethnic rural tourism with higher loyalty, who possibly share the same culture background and social experience. Traditional skills like ethnic performs, craftsmanship of local souvenirs are usually inherited in families. However, closed environment could cause lack of innovation and modern marketing competitiveness. Hence Combining traditional teaching system with professional training support, which shall come from disembedded networks, would probably make the process more efficient. In HRM context, endogenous network probably means hire and train local people as many as possible to reduce cost of human resource and avoid of out flow of talent when external corporations leave. But as business grows, professional managers and consultants might become necessary for further development and transforming, which shall depend on exogenous networks. In Chinese political context, empowering network might play a guiding role in ethnic rural tourism because of support from local government, village community and polices. Hence, skill training, payroll and recruitment of local employees in ethnic rural tourism might be supported and controlled by government. For lagging ethnic rural area, financial and technical support from government shall be rather helpful. However, empowering network might be lack of knowledge of local condition, cultural and social background. In context of both ethnic rural tourism and strategic human resource management, experience and strategies that works in one place might not be suitable for another one. (Madera and et al., 2016)
In conclusion, IRT theory and strategic human resource management both emphasize adjusting measures to local conditions and integration of different stakeholders. IRT framework could help researchers and managers observe and evaluate HRM strategies in complex business and social environment of ethnic rural area in China.
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Exhibit 9:
Characteristics of Employment, Workforce, and Labor Markets in the Tourism and
Hospitality Industry

Labor-intensive industry (high-touch industry)

High levels of labor turnover

Unskilled and semiskilled nature of most jobs

Labor and skill shortages experienced in the industry

Existence of dual labor markets with core and peripheral workforce

High proportion of seasonal, part-time, and on-call workforce

Low levels of employee productivity

Weak internal labor markets

High proportion of nonnationals (ethnic minorities, immigrants), students, and
illegal labor in the industry

High proportion of employees with low-level education and skills

High proportion of younger employees

Higher percentage of employees with a second job

High proportion of self-employment

Very heterogeneous labor market

Gendered nature of employment (high proportion of female employees who are
generally in the lower levels of the occupational structure in the industry)

Low status of employment (poor image of employment in the industry)

Most employment in small and medium-sized organizations

Low level of unionization

The transferability of the skills of employees within tourism and other sectors of
the economy

Employment of marginal and disadvantaged labor (a high proportion of chi
disadvantaged, migrant workers, and “misfits”)

Poor conditions of employment and human resource management practices
(unprofessional employee recruitment and selection; limited orientation and
training; limited opportunity for career development and promotion; low pay
and benefits; absence of overtime payments; low job security; absence of
employee empowerment and participation; *hierarchical” * ic.” and
harsh styles of supervisors and management; routine and monotonous jobs;
harassment and bullying; low job security and stability; limited career
management and prospects; long, irregular, and unsocial hours of work; family-
unfriendly work shifts; no or unprofessional employee performance appraisal;
poor physical work conditions for employees use; demanding managers and
supervisors; poor coworker attitudes; night and weekend schedules; heavy
workload and stress; high rates of work-related injuries, work-related illness,
and violence; labor shortages; lack of time for family; and low quality of life)

‘Souree: Intemational Labor Organization (2001); Kushuvan (2003a); Nickson et al. (2002);

D (2003).
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Table 1. Binary understandings of network characteristics

Embedded

Embedded networks are built around local
knowledges and relationships. They can
form the basis for innovative activities
originating from locally specific
conventions. However, they may be
inward-looking and lack access to
external knowledge and innovation.

Endogenous

Endogenous networks reinforce strong
attachment to place, promoting local
participation and ownership of resources
and retention of value added. But they
‘may lack access to superior external
resources.

Empowering

Empowering networks facilitate local
participation in managing physical,
cultural and economic resources. But

participation may be partial.

Disembedded

Disembedded networks can facilitate
access to external markets. However,
without careful labelling and traceability

systems, disembedded local products and

resources risk ‘losing” their distinctive

s and production processes.

Exogenous

Exogenous networks enable actors to
access human and monetary resources
not available locally, and provide
channels for getting local interests onto
‘mainstream agendas. However, by
failing to link with local socio-economic
structures, they can create high economic
leakage, leaving the economy vulnerable
to external shocks.

Disempowering

Disempowering networks are dominated
by local, regional or national elites, with
their large resources. But they may fail to
establish decision-taking systems
accredited as representative and
accountable. They offer limited
opportunities for community
development and participation.





