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 The concept of Strategic Human Resource Management has been introduced in early 1990’s and since then many authors like: (Armstrong, 2016) or (Kew and Stredwick, 2016) have been stressing on the influence of human capital on organisations success and competitive advantage in the market, (CIPD, 2019).  However as suggested by (J. Hurn, 2014) in the era of globalisation, rapidly changing market trends and social, political and economic circumstances the successful strategy needs in depth consideration of external environments in order to select the best fit for the organisation. As discussed by (Chung, 2004) many organisations will need to adapt a new way of thinking in order to stay ahead of the completion in ‘new economy’ markets, as stated in the article: “This is a strategic issue and a competitive advantage issue," it is said: "The companies that will succeed in the future are the companies that can connect talent supplies with demand." This essay is going to analyze current and predictable changes in the external environments and further examine their impact on resourcing strategies in context of Jumeirah Hotels Group with a bit more in depth focus on London based properties. 
Jumeirah hotel group was founded in Dubai in 1997 and successfully expanded to well-known global luxury hotel brand that currently operates twenty four properties in eight countries across Middle East, Asia and Europe with a vision of further expansion. The group currently employs 13,500 employees from across 140 nationalities, (Jumeirah Group, 2017).
In contemporary increasingly competitive business environment branding has a significant impact in talent management process. It is important for the organisation to develop a strong brand that will attract the best candidates available on the labour market (CIPD, 2018).Similar view is further discussed by (Keohane, 2014,p5) who states that :”Smart organisation, particularly in the service industry, realize that their people are their brand in the marketplace”. In addition it is crucial for the company to clearly outline their values, requirements and offers to potential employees. According to (Jumeirah, 2019) the group is aspiring to be a globally recognised luxury hotel brand and clearly outlines a set of ‘hallmarks’ and ‘guiding principles’ that are implemented in all aspects of their operations. It might be a positive aspect; according to (CIPD, 2018) setting out a strong vision and philosophy of the brand sends out a clear message to potential employees however for the large organisation like Jumeirah it might be also a challenging factor. In addition, in the same publication (CIPD,2018) brings out the important issue that a single value proposition for the entire group might not be a right solution. It is also mentioned that employees are not  “homogenous group” and it can be beneficial for companies to product more “tailor made” propositions to fulfil requirements of diverse workforce by ” emphasising different value elements to different groups”.
(Mullins, 2010) further explore the external business environments in context of globalisation. In chapter one author highlights the fact that in recent years many large business organisations tend to adopt more global perspective in context of management and organisational structure. Author outlines the main factors like: ”Advances in information and communications technology, grater cross-cultural awareness, increased mobility of labour, and growing acceptance of the advantages of diversity(…)”(Mullins, 2010,p22) that have a significant impact on any organisation. In the same chapter author also focuses on challenges that multinational companies need to be aware of. Similar issues are further explored by (Burton-Jones, J -C Spender, 2013),both authors stress on the fact that although globalisation has been an increasing trend in recent years, companies need to be aware of the fact that they are operating in different socio-economic environments. As stated by (Burton-Jones, J -C Spender 2013,p5): “Firms are not isolated entities but exist in societies which provide them with varying levels of support and regulate their activities to varying degrees (Boxall and Purcell, 2008)” .The same author explores this issue further in chapter eleven where he explores attractiveness of specific industries and companies in connects of different socio-economic groups. Author refers to example of shortages in British truck drivers and finds that factors like location of the business, nature of work and salary are very important motivators. In addition although some workers hold relevant qualification in the specific field they choose to seek employment in alternative companies that are operating in different fields. Companies of their choice are usually located closer to their home or offer more attractive working conditions. This example clearly demonstrates the challenge that multinational organisations need to consider in their resourcing strategy. As mentioned earlier Jumeirah group is operating in very different socio-economic environments and based on the example presented by (Burton-Jones, J -C Spender, 2013) the motivational factors for each group might be very different. (Mullins, 2010,p.23) suggests that the solution and guideline for global organisations might be adapting :”’think globally; act locally’ “approach. In addition Jumeirah group would need to consider different factors that are main motivators for potential employees as they might be significantly different in various geographical regions.
As reported by (GLA Economics, 2018) hospitality sector in London has been  one of the fasted growing in the last few years however a third of its workers are from the outside of UK. The same report is raising a concern that after Britain leaves European Union in result of Brexit hoteliers and restaurateurs could be facing skill shortages in employment. Report also suggests that there is a little evidence from recent years that employers are willing to increase wages in some sectors including hospitality and also finds that many UK nationals are more reluctant to fill in a certain unpopular sectors. An important issue of skilled workers shortages in some business sectors is also brought up by (Chung, 2004) who quotes: “The real issue has to do with perception”. According to article in recent years people tend to perceive some industries as unattractive or winding down. In addition (GLA Economics, 2018) report also suggests that in order to face the supply problem some organisations in London will need to seek an alternative ways to replace those shortages by use of technology, by moving some operations to different markets or simply by investing elsewhere. The above findings might be very significant for Jumeirah resourcing strategy, the group is currently operating three properties in London.
 In (Pilbeam and Corbridge, 2010,129) hospitality industry is described as: “service-orientated and labour-intensive” and the main features that characterise the pattern of staffing in this sector are: ”mobility, seasonal and part time work, a high proportion of unskilled, part time and casual staff, a high labour turnover (…)”.In the same chapter (Pilbeam and Corbridge, 2010,p.129) highlights the importance of human element in hospitality organisation as well as the importance of selection process and training opportunities offered  by the company in order to  attract the right candidates and reduce the costs of high turnover.  In addition (WTTC, 2019b) reports that due to the nature of the industry Travel and Tourism creates job opportunities for mainly young people and has a significant impact on economies , for instants report suggests that in 2017 travel and tourism jobs contributed to 5.3% of total GDP in UK .The same report suggests that in order to support young employment in travel and tourism it is necessary for companies and governments to adapt multi-stakeholders approach and work closely on developing and implementing polices that have a direct influence on high-quality training and  increase positive perception of jobs offered in this sector. Similar view is shared in (WTTC, 2019a) report based on Middle East Region where Jumeirah group mainly operates. According to the report travel and tourism sector represents 8.7% of the region’s GDP and supports 5.4 million jobs in the Middle East. It is also found that Its contribution to GDP grew much faster than the whole economy in 2018 (2.0% vs 0.6%)”.However (WTTC, 2019a) also suggests that employees in the Middle East still need a greater encouragement and support to seek the employment in this sector. It is also mentioned that due to skill shortages many hospitality organizations in these regions “have been forced to retain employees on basic skills such as teamwork” (WTTC, 2019a,p.6). The importance on training is also emphasised by (Capita Resourcing, 2019) according to the research many HR professionals is not able to efficiently interpret available data about potential candidates in recruitment and selection process.  
(Pilbeam and Corbridge, 2010,p.133) brings up the importance of senior management in organization strategy.Although most of the companies would like to attract the best graduates available on the market it seems to be increasingly challenging in the recent years mostly because of changes in demographics and emerges of new trends, (Torrington, 2011,chapter 2). As reported in (WTTC, 2019b) based on the data research from International Labour Organisation it is predicted that between year 2017 and 2030 a number of 41.8 million of young people aged between 15 and 24 is going to enter the labour market. According to (Schawbel, 2016) a group of people that were born between 1994 and 2010 are believed to represent a so called ‘generation Z’ which can be characterised by their own set of values, abilities and preferences. As suggested by (Schawbel, 2016) it is very important for the companies make themselves familiar with this demographic group in order to be competitive on the market. According to (Schawbel, 2016) ‘generation Z’ would like to work in corporate office where they could gain knowledge from older and more experienced professionals however at the same time they strongly value flexibility. Technology is a very important for this demographic group. They are strongly influenced by social media however they also value face to face contact in the work place and are very keen on receiving regular feedback regarding their performance. All those trends should be considered by global organizations like Jumeirah in their resourcing strategies. It is especially important for Jumeirah group to be familiar with latest trends in employment and technology in order to deliver their ‘brand promise’ which according to company web site is determined by ‘guiding principles’ like: integrity, teamwork, recognition, innovation, continuous growth and people focus.  Another interesting characteristic of generation Z is that they would like to work in more than one country and they strongly believe that international experience is very valuable for their career. This can be a significant issue to consider by global organizations like Jumeirah. Recent survey conducted by Linked based on labor market condition in UK suggests that there is an already existing trend among professional employees to seek the employment outside London. According to survey“Talent continues to leave the UK. Nine out of the 12 British nations and regions again reported net movements of talent overseas in September. For the first time, the South East overtook London as the region from which members are most likely to leave and move to other UK regions or abroad” (Linked in, Economic Graph Team, 2018).This might be challenging factor for global organisations like Jumeirah as they might struggle to secure best professionals for their London portfolio.
Although Jumeirah group mainly focus on hospitality operations organisation of this size also requires a range of skilled professionals to fill in top management positions in key management, finance and IT sectors. As seen on Jumeirah organisational structure,(Jumeirah Group, 2017) most of the directors and senior management members are EU and UK nationals. Furthermore vast majority of key management employees is based in Dubai. In addition most of the overseas vacancies for management advertised on Jumeirah website offer complimentary accommodation and other benefits that may significantly increase a standard of living of those who are willing to settle abroad. This might be a competitive offer in comparison to London for skilled professionals who are aspiring to persuade their career in hospitality sector. On the other hand it may also discourage those who are reluctant to relocate. 
As described by (Torrington, 2011) in chapter six managing multinational organizations is very challenging in terms of communication, coordination and harmonization. Author argues that even the companies with strong corporate cultures will face challenges associated with cultural and legal differences and suggests that only: ”In-depth knowledge of labor market conditions, expectations and attitudes is the only means of judging where to strike a balance between centralization and diversity” (Torrington, 2011,p.143). In the same chapter author discuss how cultural and legislative differences might negatively impact multinational organization performance. An example of relevant challenge that global organization like Jumeirah might face is a recent legislation regarding Emiratisation in UAE brought up in (WTTC, 2019a). As stead on company website:”Inspired by Dubai’s 2021 Vision, Jumeirah Group is fully committed to attract, hire, develop and retain Emiratis who are keen to start a career in the Hospitality and Tourism industry” (Jumeirah Group, 2019). Currently Jumeirah Group is a leading hospitality company in Emiratisation and offers a variety of leadership programs and apprentices that will help to prepare UAE nationals for key management positions in the company. It can be also observed on company vacancy list that some jobs within organisation are advertised for “UAE nationals only”. That might have a negative effect on skilled professionals from other geographical regions for instance London based professionals might be reluctant to start the career in this company and seek employment in other leading brands in UK. It might also challenge company ‘brand promise’. According to (Jumeirah Group, 2015, p 29):” The strategy drives global best practice HR standards and Centres of Excellence throughout the organization allowing consideration of local practices and requirements, whilst also ensuring overall company standards remain consistent, competitive and innovative”. In addition it might be very challenging for organisation to remain consistency across different regions, this these is further supported by (Torrington, 2011), who states: ”What works well in one national culture will jar in another leading to demotivation, reduced performance, lower level of trust and recruitment/retention problems” (Torrington, p.143). An example of another legislative problem that global organisations might face is related to accessing and managing data, as reported by (Capita Resourcing, 2019) data protection policies are the biggest barrier that prevents HR professionals from successfully filling in the skills gaps within the organisation. 
In summary, this essay demonstrates that in order to stay competitive on the market Jumeirah group similarly to other global companies needs to face many challenges. Although increasingly united and globalised markets provide a wide range of candidates companies are still faced with skill shortages. It also demonstrates the importance of in depth investigation of external environments in other provide the best fit for the company. Perhaps to stay ahead of the competition companies that are operating in ‘people oriented’ sectors like hospitality need to adapt new approach and more out ‘of the box ‘way of thinking in consideration of human resourcing strategies. That would require organisations to focus more on recruitment process in which a skilled team of critically thinking HR individuals will be able to recognise employees’ soft skills and personal characteristics that might be beneficial for the business growth of their specific organisation and make the most of data available in selection process.
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