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Human Resource Management (HRM) can be defined as a set of strategic approaches to establish an effective and efficient management of workforce within an organization in order to maximise organizational performance and productivity for establishing a sustainable competitive advantage (Armstrong & Taylor, 2020). Human Resource functions and policies are designed specifically for achieving the goals and objectives of the organization. The following essay provides an in-depth analysis critically discussing the evolution of HRM and strategic roles of key HR functions in the context of Katara Hospitality which is known as the largest hotel operator in Qatar owned by the Qatari government (Widen, 2024). As the flagship hospitality company of Qatar, this organization currently owns and manages a total number of 42 hotels spread across four different continents. Along with Qatar, the brand operates in 12 other countries including Egypt, Morocco, the USA, the UK, Italy, France, Spain, Switzerland, the Netherlands, Singapore and Thailand (Katara Hospitality, 2024). This essay particularly focuses on how HRM as a concept and its empirical functions have evolved over time in the highly labour-intensive hospitality business environment, facilitating meticulous and strategic HR planning, precise forecasting of demand and supply of labour, goal setting and constant implementation and evaluation of different HR polices and programs. 
Torrington et al. (2020) argued that the evolution of HRM has been a drastic and ever-changing process keeping pace with the changes occurred in major external and macro business environmental factors including governmental structures, economic policies and values of society and culture. While discussing the emergence of Personnel Management (PM) which eventually evolved into modern HRM, Chukwunonso (2022) explained that in the early 1900s due to the industrial revolution organizations started to create personnel departments to handle hiring, wages, and worker welfare. Furthermore, Chukwunonso (2022) also pointed out initially as a concept PM used to function with the underlying philosophy that considered human resources or the workers of the organization as mere tools to increase productivity. However, as time progressed and through considerable transformation in political, technological and cultural landscape propelled by the effect of globalization both internal and external business environment experienced significant philosophical transformation (Torrington et al., 2020). The intensified competition across all almost industries led to increased research which eventually paved the way for a range of theoretical insights and revelations in the 1960s and 70s introducing the new and advanced human resource management framework promoting workforce welfare, employee rights, employee satisfaction and motivation (Chukwunonso, 2022). Farndale et al., (2020) believe that these changes caused personnel management department which used to be a mere administrative instrument for the organization, to become a strategic branch of the leadership to perform a range of critical activities including HR need assessment, recruitment, selection, training and development, performance appraisal, compliance and payroll. The modern human resource department is even more engaged with added responsibilities of ensuring employee wellbeing, diversity, inclusiveness and equality.  
In the context of hospitality industry and Katara Hospitality if the existing body of research is examined regarding evolution of HRM and its strategic roles some major insights can be obtained. The industry trend of the hospitality sector reveals that despite the fact that this industry remains one of the largest creators of employment throughout the world with considerably higher budget for training and development, the employee turnover rate ranges from 30% to 70% globally compared to most other industries which usually remain somewhere around 10% to 15% (Ghani et al., 2022). This is a massive challenge that organizations like Katara Hospitality have to tackle with their human resource department. 
The organization itself has been experiencing very high rate of employee turnover with average retention rate below 50% (Ruta, 2022). Currently the organization employs more than 6000 employees in their 42 hotels and the human resource department bears the strategic responsibility of HR need assessment, planning and recruitment and selection.
According to Chukwunonso (2022) strategic HR planning process refers to the process of predicting the future human resource reequipments of an organization by assessing its current human resources, external labour market trends and the potential changes in business environment linked with human resource management. Ghani et al., (2022) believe the main difference of strategic human resource planning with operational planning is that, in strategic human resource planning the manager needs to analyse beyond day-to-day activities and focus on the larger landscape encompassing both micro and macro business environment. In the context of Katara Hospitality, strategic HR planning concentrates on the high employee turnover rate and based on that the HR department deploys a range of contingencies for ensuring seamless operation without compromising performance of the organization and customer satisfaction.
While discussing the major functions within the strategic HR planning process Armstrong & Taylor, (2020) identified three major areas including: forecasting HR demand and supply, setting of goal and objectives and strategic planning. According to Greer (2021) forecasting HR demand and supply is the process that focusing on analysing demand and supply of employees within an organization determining if the organizational workforce possesses all the necessary knowledge, skill or abilities to perform the goals and objectives of the organization in the most efficient manner. This also includes identification of gaps in knowledge, skill and abilities and design strategies to address those gaps (Farndale et al., 2020). Ruta, (2022) pointed out that hospitality organizations like Katara Hospitality have been very successful in ensuring high level of customer satisfaction through highly skilled workforce and one of the core factors that contributed in developing such workforce in their highly sophisticated personal appraisal process dedicated to identify gaps in skill and performance. Ghani et al., (2022) explained that many Qatari hotels have implemented sophisticated performance indicating software powered by data analytics to identify areas to weaknesses. Katara Hospitality use these tools to enhance their training programs to improve performance. Moreover, when planning to open a new outlet, Katara Hospitality analyses local labour market conditions to determine the availability of workers with skills that they require identified through their panning and assessment process, enabling targeted recruitment strategies (Mehrez, 2019).
Goal setting and strategic planning is the process that makes sure that HR policies and strategies are consistent with both short and long-term goals and objectives of the organization (Armstrong & Taylor, 2020). This is a critical function performed by HR managers that helps the organization to stay on its track and move towards its vision. For example, at Katara Hospitality, HR managers identify the most skilled and talented employees with proven loyalty and dedication to the culture of the organization and these employees are given additional responsibilities, rewards, bonuses and different positive reinforcement technique that help them prepare for future leadership roles. These strategies are highly focused on retaining these employees in a highly competitive marketplace (Sarwar et al., 2024).      
Program implementation and evaluation is another strategic function of HR which focuses on creating specific program and policies to ensure improved performance and productivity aligning with the goals and objectives of the organization, then implement those policies and finally uses different monitoring and evaluation techniques to measure impact. For example, Katara Hospitality introduced mental health support to their employees for helping them to coup with the stress of their job and after six months they measured satisfaction of the employees which indicated considerable increase in job satisfaction (Hassanein & Özgit, 2022). This demonstrates that through effective HR planning a critical area of improvement was identified and through an effective program significant improvements were made. 
Recruitment and selection process is another element of strategic HR planning process that starts with need assessment. Once the need for a particular skill set is identified either due to employee turnover or because of increased work load or development of new business unit, the process of recruitment is initiated (Mehrez, 2019). According to Singh et al. (2021) recruitment and selection are two diffident stage or process even though they are often referred together. Recruitment is the process of finding a pool of potential employees with required knowledge, skills and abilities for the job, whereas selection is the process through which new employees are finally selected (Abbasi et al., 2022). In the context of an organization, recruitment begins by posting job advertisements on popular mediums to attract applications and potential employees. This process ends with identifying a number of applicants with the necessary skillset. Then using different selection process such as interview and written examination among the applicants most suitable person for the job is selected (Malik et al., 2020).
At Katara Hospitality, recruitment and selection is particularly critical and delicate due to the challenge of higher turnover rate. Managers are quite cautious while conducting recruitment and selection process as not only they need to select the most skilled individual but also have must select someone who does not have an intention to leave. The process itself is costly and right after the selection process ends training and development process begins which is even costlier. After making a significant investment on a new employee, if that employee leaves soon it undermines the efficiency of the process of recruitment and selection (Mehrez, 2019).
Katara Hospitality tends to use different strategies for recruitment and selection for addressing different needs. Recruitment can be both internal and external, where internal recruitment is recruiting employee for a position within the organization and external recruitment is recruiting from outside of the organization (Lei et al., 2021). 
Developing a new business unit often require an organization to build up a new workforce with top level, mid-level and entry level positions. The strategy of Katara Hospitality when it comes to select top and mid-level employees for new business unit has always been internal recruiting unless that is for some reason is not feasible (Elbanna et al., 2024). Obeidat et al., (2023) explained that in the hospitality industry and for organization like Katara Hospitality it is very common to recruit and select existing employees for new business units as this helps them to increase loyalty, satisfaction and retention. While discussing the advantages of internal and external recruitment process Jatmiko et al. (2021) pointed out that the byproduct of internal recruitment is increased employee satisfaction and value and the byproduct of external recruitment is marketing and promotion.
For external recruitment, Katara Hospitality usually post job advertisements in newspapers, magazines and different online channels. This is the most common strategy when it comes to retainment and select enter-level employees. Moreover, the use of third-party head-hunters and recruiters are often used to delegate the process if needed. According to Alqarni et al., (2023) in the selection process Katara Hospitality tends to use interview, written exam and in some cases live demonstration of skill (for chefs and kitchen staffs). Once a candidate is selected, the onboarding process begins. The onboarding program of Katara Hospitality integrates new employees into the company culture and provides them with the necessary tools and resources to succeed. This includes orientation sessions, training programs, and mentoring opportunities, ensuring that new employees feel welcomed and supported from day one. Effective onboarding improves employee satisfaction, retention, and overall performance and productivity (Alqarni et al., 2023).
Human Resource Management functions are integral to organization success and performance as the HR department specifically bears the responsibility of creating and upholding organizational values and making sure the goals and objectives are successfully achieved. Katara Hospitality is a major player in both Qatar and global hospitality industry. The HR team of the organization has been highly successful in creating a highly efficient workforce despite the growing competitions and challenges of high turnover rate of the industry. By using strategic recruitment techniques, the organization is trying to reduce its high turnover rate and increase retention. However, further research and empirical data is necessary to obtain a greater understanding of the ever-changing industry trends and employee expectations in the modern work environment for better and more effective HR strategy formulation.               
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