


A number of organizations have had their main administrative HR duties payroll, personnel management, and regulatory compliance evolve with time. Human resource management was seen to be a transaction-oriented functional support function rather than one that was fully included in the decision-making process. 
Hotels have moved from using a traditional method of personnel management to a more strategic one. Founded in 1960, Four Seasons has been a byword for outstanding hospitality, set apart by its friendly staff, meticulous planning, and first-rate service. The HRM department of Four Seasons is dedicated to ongoing excellence and advancement in innovation and guest-centricity in line with the evolving needs of the hotel sector. 
The analysis demonstrates that when Four Seasons entered international markets and the upscale hospitality industry human resource management needed to change from being a support function to a strategic partnership. Three main areas were the focus of this transformation: organisational culture, employee engagement, and talent management. The study will reveal that Four Seasons makes investments in leadership development, performance evaluation, and employee advocacy initiatives to attract, develop, and retain exceptional personnel (Yavas, Karatepe, Babakus, & Avci, 2002). 
The Four Seasons HRM prioritises employee welfare, professional development, and the preservation of a harmonious work-life equilibrium. This is due to their strong conviction that satisfied and engaged employees provide outstanding experiences for guests. The HRM of the Four Seasons Hotel underwent both professional and HR development as a result of wellness initiatives, flexible work hours, and training and development opportunities (Baum & Peter, 2001). 
The study sheds light on the fact that Four Seasons has improved its operational processes and human resource management through the implementation of technology and innovation. Four Seasons employs technological advancements to augment efficiency, cooperation, and engagement, such as mobile learning applications, performance management and digital recruitment platforms. Four Seasons places a significant emphasis on innovation to adequately equip its employees with the requisite resources for success and to remain competitive in the ever-changing hospitality industry (Bharwani & David, 2016). 
The human resource management of Four Seasons Hotels will be impacted incrementally by technological developments, workforce fluctuations, and shifting passenger expectations. In addition, Four Seasons Hotel continues to make concerted efforts to foster a welcoming and inclusive work environment that empowers all staff members to maintain the esteemed reputation of the brand in the hospitality industry (Branson & Joan, 1988). The HR operations of Four Seasons Hotels are pivotal to the organisation's success and expansion, establishing it as a market leader in luxury hospitality. By prioritising talent management and encouraging excellence, Four Seasons attains a competitive advantage. 
The HR division of Four Seasons Hotels provides the subsequent strategic contributions: 
For vacant positions, the human resources department of Four Seasons Hotels pursues exceptional candidates actively and assertively. By establishing talent pipelines, proactive recruiting strategies can aid in the maintenance of a constant supply of qualified candidates. To ensure that recently recruited staff members contribute to the organisation's success, the HR department works with recruiting managers to establish the requisite competencies, ensure cultural harmony, and establish diversity goals (Miles & Snow, 1978). 
The observation suggests promoting workplace inclusivity in the Four Seasons Hotel and they have adjusted their human resource management activities to correspond with the global trend towards diversity, equity, and inclusion. The observation shows that the Four Seasons is dedicated to establishing an all-encompassing professional atmosphere that promotes the engagement of all members, enabling them to contribute their unique abilities and concepts while valuing diversity. Four Seasons prioritises substantial investments in training and development to guarantee that its workforce possesses the necessary expertise and capabilities to achieve favourable outcomes. The formulation of orientation strategies for newly hired personnel and the development of management training programmes fall under the purview of human resources. By emphasizing continuous education, Four Seasons guarantees that its staff members are adequately equipped to satisfy the demands of their clientele and swiftly adjust to market fluctuations (Nkwnayane, 2022). 
It is the responsibility of the human resources department at Four Seasons Hotels to implement performance management techniques that are in line with the organisation's overarching objectives as well as the specific aims of each employee. The study reveals that strengthening and advancing the workforce through consistent implementation can enhance performance evaluations and goal setting. In conjunction with reward and recognition systems, performance evaluations contribute to the development of a culture marked by accountability and exceptional standards. 
Efforts by human resources to cultivate a pleasant work environment increase employee loyalty and commitment (Osterman, 1999). The prestigious work environment at Four Seasons is elevated through the implementation of wellness initiatives, social gatherings, and recognition. Regularly, the HR department conducts feedback sessions and surveys to resolve employee complaints and promote employee satisfaction and loyalty. 
The analysis shows that the assistance provided by the human resources department at the Four Seasons Hotel pertains to succession planning and leadership development. Four Seasons cultivates and supports the advancement and progress of exceptionally gifted individuals who exhibit promise as future leaders. These individuals play a pivotal role in fostering innovation and expansion within the organisation. Through the utilisation of leadership development courses and mentorship, personnel are subjected to training and are actively discouraged from assuming leadership roles. 
Through the provision of training on unconscious bias and cultural sensitivity, the implementation of inclusive cultural programmes, and the recruitment of diverse talent, the HR department of Four Seasons Hotels proactively promotes diversity, equity, and inclusion. These initiatives aid Four Seasons in creating an inclusive environment that encourages employees of diverse backgrounds to freely voice their opinions and recount their personal experiences (Pfeffer, 1994). 
The foundation of the strategic human resource approach of The Four Seasons Hotel lies in approximations of labour supply and demand. The collaboration between the human resources department of Four Seasons, management, and accounting aims to collect pertinent data regarding occupancy projections, seasonal fluctuations, corporate objectives, and unforeseen events that may influence personnel levels (Wright & Gary, 1992). 
It is expected that there will be significant demand for housekeeping, food and beverage, and guest services personnel at Four Seasons during peak seasons or noteworthy events such as conferences or holidays. The human resources division assesses whether there is an overabundance or deficiency of personnel through the application of trend forecasts and data analysis. They subsequently devise solutions to the problem, including the implementation of overtime or the employment of temporary personnel (Piore & Sable, 1984). 
The study signifies that by organisational objectives and goal formulation, Four Seasons's HR strategy integrates human capital. Objectives about employee development, company culture, and employee growth are collectively determined by the senior leadership team. HR operations and initiatives are guided by SMART objectives
An element of Four Seasons' strategic objectives is to augment visitor satisfaction by a predetermined percentage within a predetermined period. In collaboration with department leaders, the human resources department evaluates training needs, develops service-improvement programmes, and monitors key performance indicators to ensure the attainment of these goals (Willman, 1989). 
Human Resources at Four Seasons creates initiatives and programmes that support the organisation in attaining its goals and objectives. This includes diversity and inclusion-related initiatives, training programmes, performance evaluation, employee participation, and the employment procedure. Throughout the implementation phase, the HR department conducts progress monitoring, collects feedback, and assesses the impact of interventions. 

External consultants assist the Human Resources department in the development of training programmes, the identification and selection of participants, and the delivery of instruction. Evaluations of the program's efficacy comprise feedback from participants, assessments of performance, and rates of graduate retention and promotion (Porter, 1985). 
Four Seasons employs a dynamic and adaptable strategic human resource approach that undergoes continuous evolution by input and the requirements of the organisation. To ensure compliance with industry standards and the attainment of organisational objectives, it is critical to consistently assess and improve human resources strategies, initiatives, and processes. The ability of Four Seasons to swiftly adjust to changing circumstances allows it to sustain its leading position in the hospitality industry. 
The study reveals that Four Seasons analyzes employee attrition statistics to formulate improved retention strategies for frontline staff (Pratiwi, Putu, & Gusti, 2021). The human resources division is responsible for conducting exit interviews, analysing attrition trends, and formulating employee retention strategies, including the provision of professional development opportunities, enhancement of benefits, and promotion of work-life balance. Four Seasons maintains extraordinary talent and improves performance through the resolution of fundamental issues and the satisfaction of employee needs. 
Priority is being given by the HR department to the selection of exceptional candidates for the new restaurant. This involves fostering partnerships with trade associations and culinary colleges to identify potential applications, utilising professional networks to promote job openings on the Four Seasons website, and collaborating with these organisations. The Four Seasons' Human Resources department proactively recruits highly qualified individuals with the requisite abilities to serve as stewards, bartenders, and chefs by the establishment's stringent standards. This is achieved via job fairs and culinary exhibitions (Putra, Agung, & Nyoman, 2020). 
[bookmark: _GoBack]Each candidate is evaluated by the human resources department at Four Seasons based on their skills, experience, and cultural compatibility. The newly recruited people at the hotel are offered a comprehensive array of chances for professional development and education. The HR department works in collaborative efforts with service trainers and chefs to give all-encompassing training relevant to menu development, operations, and service (Truss & Gratton, 1994). Consistent mentoring and feedback are supplied to Four Seasons personnel to optimise their ability to provide great service. 
The study portrays that employees are evaluated and supplied with feedback by the human resources department via performance management systems. Throughout the meetings between the management and staff of the newly launched restaurant, essential success elements, accomplishments, and areas demanding enhancement are talked about to create objectives and carry out performance evaluations. Human resources support administrators in their efforts to offer positive feedback to staff members, thereby increasing accountability and boosting organisational performance (Riley & Jones, 1992). 
The efficacy of the human resource management practices implemented by the Four Seasons Hotel is indicative of its dedication to developing a resilient corporate culture. Generally, the human resources rules and guidelines of a business are in agreement with the brand's essential ideas and the criteria for offering great guest service. To ensure consistency across all of its facilities, Fairmont Hotels may create guidelines controlling employee conduct and client support. While both the Four Seasons and Fairmont Hotels maintain a dedication to providing great client service, they utilise diverse techniques when it comes to managing human resources. In contrast to the approach to human resource management taken by Fairmont Hotels, Four Seasons hotels emphasise visitor happiness above the well-being and professional development of their workforce. However, Fairmont Hotels has created a significant status because of its great service, a culture that prioritises the well-being of its staff, and rigorous training programmes (Schuler & Jackson, 1987). 
The study concludes that The Four Seasons Hotel includes strategic planning, target establishment, programme evaluation, continuing enhancement, and workforce demand and supply projections in its HR strategy. Human Resources (HR) at Four Seasons ensures that the hotel maintains its esteemed status as a luxury hospitality brand by combining human resources strategy with business objectives and market trends. 
Four Seasons guarantees that its operational departments are appropriately prepared to deliver great guest experiences and sustain the brand's status in the hospitality industry. This is accomplished by the deployment of performance management system integration, strategic employment practices that are by corporate objectives, the provision of comprehensive training and development programmes, and the recruitment of high-calibre workers (Sindiga, 2000). The Four Seasons Hotel exhibits its dedication to upholding its leadership position in the hospitality sector and providing tourists with great service. Some of the recommendations are talent management techniques. 
To leverage growth potential in the hotel business, it is recommended that Four Seasons Hotel focus on brand marketing, direct consumer interaction, and innovation. By including in the product design process the culinary customs and way of life of the area. Through the provision of unique and limited editions that appeal to the wealthy local market (Tax & Brown, 1998). Using digital marketing techniques like social media platform exploitation, smart collaborations with influencers, and interactive content creation, one may raise brand awareness and promote customer involvement.
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