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Introduction
Radisson is the name of the world-famous hotel chain that originated in the United States. Being the former unit of the Radisson Hotel Group, it manages the brands Radisson (Core), Radisson Blu, Radisson Red, Radisson Collection, Country Inn & Suites, and Park Inn by Radisson (ROCKVILLE, 2022). The hotel industry is now a completely different place in terms of HRM practices. The changes in HRM practices in the hotel industry have been quite remarkable in the last few years. Hotels are now regarded as a sector that transforms their employees into skilled and motivated people who can carefully and consistently provide excellent guest experiences. This development has been caused by several things, including globalization, technological progress, and the change in consumer tastes (Dewantara et al., 2019). HRM in the hotel industry is no longer the one that is on the staffing side only but now it has become that entity that turns to become a strategic partner in driving organizational success through talent development, engagement, and empowerment (Schuler & E. Jackson, 2014). HRM is the key factor that makes the Radisson Hotel Group alive and successful; it is also the root of the guests' satisfaction, hence, creating a friendly and inviting atmosphere for the employees and the guests. Radisson's HRM strategy revolves around the principle of making the workplace a place where employees are supported and included. This encourages the growth and well-being of the employees (Prabhu, 2024). The Radisson Hotels takes people through extensive training programs, creates career development opportunities, and recognizes the hard work of its employees. This approach of humanizing the workforce helps the employees to provide memorable experiences to the guests. At the same time, the employees themselves become long-lasting and loyal to the company (Brussels, 2024).
Main Body
Forecasting labor demand is the process of anticipating the staffing needs of an organization by considering various factors like the growth of the business, seasonal fluctuations, industry trends, and changes in customer demand. This is the method of examining former data, market trends, and business projections to predict the quantity and type of employees that will be required to achieve the organizational goals (Petropoulos et al, 2022). For example, the issue of labor demand forecasting in the Radisson Hotels can be described as the projecting of the number of staff that will be necessary during the peak seasons, for example, holidays or major events, to achieve the best guest service levels. Demanding labor forecasting at Radisson Hotels consists of the projection of the number and types of employees that are required to satisfy the guests' demands in different locations and seasons. The analysis of the historical data on guest arrivals, occupancy rates, and revenue patterns to predict future staffing needs is part of the process. For example, Radisson Hotels may be able to predict the increase in the need for front desk staff, housekeeping, and food service personnel during the high travel seasons or the events that are going to happen near their properties (JOHANSSON, 2022). The labor supply in Radisson Hotels is projected by the examination of the possible candidates who can fill the projected vacancies. Besides, it is about the analysis of parameters like turnover rates, internal promotions, retirements, and external market conditions to make a choice of the pool of available talent. Radisson Hotels also considers demographic trends like the population increase or decrease regions that enable them to predict the labor market changes and to adjust their recruitment strategies in a proper way. Once the labor demand and supply are estimated, the next in strategic HR planning is the setting of goals and strategic planning. In this process, the HR goals and initiatives coincide with the strategic objectives of the organization (Radisson, 2022). The HR strategy is the development of feasible plans and projects that are useful in the realization of the given objectives. This may also be in the scope of things such as recruiting strategies to attract qualified candidates, employee training and development programs to improve their skills and abilities, performance management systems to align personal goals with the organizational goals, diversity, and inclusion initiatives to encourage a diverse workforce, and succession planning to find and develop future leaders within the organization (Khan, 2018). In Radisson Hotels, the staff sets goals that are by the goals of the organization and the HR objectives. The possible objectives of this project could be the following reasons which are the improvement of guest satisfaction, the way of employee engagement and the increase of operational efficiency. To give an example, a possible strategic aim for Radisson Hotels could be to reach a certain guest satisfaction score that is measured through guest feedback surveys. Strategic planning at Radisson Hotels is about creating the initiatives and action plans for the achievement of these goals. This may even be achieved through the application of talent acquisition strategies to attract the best talents, through employee training and development programs to improve service quality and maintaining a culture of diversity and inclusion to create a welcoming environment for both the guests and the employees. The implementation and evaluation of the programs is the next stage in the strategic HR planning process after the goals and initiatives have been defined (Orfin et al, 2015). 
The main role of the executors of the HR activities and the monitoring of their effectiveness throughout the life of the strategic plan are the primary requirements. Program initiation is the procedure of the HR policies, procedures, and initiatives execution. This refers to the process of the recruitment and hiring of new employees, the conducting of training and development programs, the implementation of performance management systems, and the diversity and inclusion culture (Vulpen, no date). Program execution at Radisson Hotels is the realization of HR initiatives and policies for the development of organizational objectives. This may include transactions such as the recruitment and the hiring of new employees through job fairs, online job portals, and employee referral programs. Besides, Radisson Hotels also offers a training program for new employees and continuous professional development opportunities for the present staff members (Wiltink, 2022). Program evaluation at Radisson Hotels is about getting the data on the effectiveness of HR programs and initiatives which are supposed to bring out the desired results. This could be about keeping track of the main performance indicators such as the employee turnover rates, guest satisfaction scores, and employee engagement levels. Through the regular analysis of the success of the HR programs, Radisson Hotels discovers the areas that need improvement, the strategies that are more efficient, and how to make sure that they are in line with the organization's goals to keep their reputation for being excellent in the service industry (Olabinjo, 2020).
The staffing process at Radisson Hotels is structured in a way that it finds and attracts the best talent to meet the organization's staffing requirements. The process of employee selection starts with a detailed analysis of the job to figure out the exact requirements and duties of a particular position. Job descriptions are then designed to clearly state the requirements, skills, and tasks of the job that will be needed to pick the right candidate. Using different sourcing strategies, including online job postings, recruitment agencies, and employee referrals, Radisson Hotels widens the spectrum of applicants it seeks, therefore, attracting a diverse group of people. The HR team reviews the applications as they come in and then does screenings to find out if the candidates are qualified for the job and if they are suitable for the role (Tripathy, 2014).
The recruitment process at Radisson Hotels is carefully planned out to find and invite the best people to join the organization and fulfill its staffing requirements. The process starts with a detailed job analysis that aims to delve into the needs and duties of every job. The job descriptions are hence, designed to give a clear picture of the duties and conditions of the job to the people who are interested in it. Through various sourcing methods such as online job postings, recruitment agencies, and employee referrals, Radisson Hotels is broadening the range of applicants it is looking for, thus, getting a diverse group of people. The HR team looks at the applications as they arrive and then does the screening to find out if the candidates are qualified for the job and if they are suitable for the role. The shortlisted candidates go through the interview stage, where they are examined through several types of interviews and assessments to determine their skills, experiences, and the fact that they will be a good fit in the organization (Radisson, 2022). Reference checks are carried out to ascertain the candidates' qualifications and to see that they are in line with the Radisson hotels' culture and values. Following the selection process, the job offer is given to the successful candidates and then the onboarding process is initiated to aid the candidates in becoming a part of the organization. This well-planned way of recruiting and choosing people ensures that Radisson Hotels maintains its good reputation for hospitality by hiring a competent and loyal staff that is in accordance with its strategic goals (RHG, 2021).
Personnel professionals work in the ever-changing and unpredictable managerial and business environment that is influenced by both internal and external factors. The SWOT analysis, internally, gives an idea of what the organization can and cannot do in terms of its internal strengths and weaknesses. Talents such as a skilled workforce, a solid infrastructure, or a culture of innovation can have a positive impact on resource allocation by being able to attract the best people and facilitate their development. Conversely, weaknesses such as outdated technology or inefficient processes could be the obstacles to the recruitment and retention processes that call for strategic interventions to solve the problems. Besides, the likelihoods such as market development or technological progress increase the demand for new skills, thus, companies must hire and develop talents to utilize the new trends that are emerging. On the other hand, threats such as economic downturns or industry disruptions may require proactive workforce planning to cut these threats and to keep competitiveness (Shatilo, 2020). Radisson, a top name in the international hospitality industry, has a very complex managerial and business environment that is influenced by both internal and external factors. Radisson takes advantage of its strengths like the well-known brand, the dedication to excellent service, and the varied workforce to get and keep good workers, which thus helps them to have a competitive edge in the market. At the same time, the company addresses weaknesses like operational inefficiencies or skills gaps through strategic resourcing initiatives, which are for the organizational objectives (RHG, 2022). The reasons such as market expansion and technological advancements are used by Radisson through recruitment and talent development activities, and thus, the market position of the company is improved, and sustainable growth is stimulated. Conversely, possible threats such as economic recessions or consumer preference shifts demand flexible workforce planning and performance management strategies to deal with the risks and to keep up with the competition. Political stability, government regulations, and labour policies are the main elements that affect the recruitment practices and expansion strategies of Radisson in the different regions. Economic changes and market trends are the main factors that shape the company's financial situation and investment decisions and hence the resourcing priorities and budgetary allocations (RHG, 2023). Radisson is aware of the social dynamics, cultural nuances, and demographic changes so that it can consequently adapt its HR practices and employee engagement initiatives according to the requirements and preferences of the diverse workforce. Besides, the technological advancements in digital platforms, data analytics, and automation facilitate innovation in Radisson's resourcing processes which, in turn, optimize recruitment efficiency and, thus, talent management capabilities (Groenewald, 2024). The compliance with the employment laws, labour regulations, and industry standards at Radisson ensures that the HR practices are ethical and responsible, hence the reputation of Radisson is protected, and the legal risks are reduced (Albrecht, Bakker, Gruman, Macey, & Saks, 2015).
Conclusion
Radisson Hotels' HRM practices, based on the forecast, the alignment of the goals, and the effective program implementation, show the company's dedication to the development of a skilled and engaged workforce. Through the combination of internal strengths and external opportunities, while confronting weaknesses and threats, Radisson keeps its competitive advantage in the ever-changing hospitality industry.
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