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[bookmark: _Toc34175578]Introduction 
The personnel professionals of the hotel international have to consider various factors of the external environment to perform their activities which can be observed through the outcome provided by the PESTEL analysis. Hotel international’s organisational culture refers to its beliefs, and principles that have a deep impact on its employees and their relationship among themselves and the company. The main factor that directly affects the organisation’s culture is its employees as each employee contributes to the company in their own ways. Hotel international maintain equality in the workplace by ensuring that everyone has equal opportunity and maintain diversity by considering the differences between people and groups and placing positive values on those differences (Ahammad et al., 2020). The performance management of Hotel International is a process that ensures organisational activities and their outputs meet the hotel’s goals in an effective and efficient manner. An effective recruitment and selection process refers to the activity of finding the candidate with best skills, experience and personality to fit the job while utilising the least amount of resources and time.  












[bookmark: _Toc34175579]Hotel International’s External Environment Analysis through PESTEL   
In the case of political factors, Brexit has caused political instability within the UK which is filled with uncertainty. Personnel professionals expect to be understaffing crisis due to Brexit as the majority of the workers comes from EU countries and Brexit is expected to make them lose a significant portion of the company’s manpower. 
For economic factors, the UK inflation rate has increased from 1.84% in 2019 to 1.95% in 2020 which is expected to decrease the hotel occupancy rate stated by Dressler (2020). Personnel professional expects the need for lower employees’ employment and plans to lay-off some part-time workers to balance the company’s lower revenue with lower employment costs. 
For social factors, due to the rise in inflation, the majority of the guests and employees have become price sensitive (Khan et al., 2020). As a result, personnel professionals have decided to utilise monetary rewards to motivate employees for better performance. 
For technological factors, the mass utilisation of social media and the establishment of online communities and markets are dominating the hospitality industry where greater utilisation of technology means greater effectivity and efficiency at the workplace. Personnel professionals have decided to use online recruitment agencies for recruitment, data management applications for managing its data and establishing a formal online group for giving instructions to the employees and all of these initiatives are expected to reduce cost and save time. 
For environment factor, the climate of the west midlands is deteriorating due to heavy carbon emissions from transportations which are decreasing the air quality of the area (Westerman et al., 2020). As a result, many skilled employees refuse to work in this area. The personnel professionals have decided to perform the majority of their work remotely through online video chats to reduce the use of transportation to reduce driving pollution. 
For legal factors, the personnel professionals have to carefully consider the UK health and safety laws, employment laws and discrimination laws (Brewster and Cerdin, 2017). As a failure to maintain the requirement of the law will create legal complications for the hotel resulting in monetary and non-monetary penalties, loss of reputation and revenue.      



[bookmark: _Toc34175580]Relevancy of Recruitment & Selection Process for Sustaining Competitive Advantage  
An effective recruitment and selection process makes a significant contribution to the Hotel international’s ability to sustain its competitive advantage in the industry (Compton et al., 2014). Effective recruitment and selection process provides a competitive advantage to the company by hiring high-quality and dedicated employees that perform better than average employees which directly affects the hotels overall performance. As Hotel international is a service providing business, high-quality employee performance results in high revenue through greater customer satisfaction which is provided and ensures competitive advantage (Farndale, 2015). It also allows the organisation to take advantage of short-term opportunities that drive revenue that allows the company to sustain its competitive advantage. Effective recruitment and selection process are cost-efficient and facilitates the company to utilise its funds in other areas that can ensure the sustainability of its competitive advantage. The successful implementation of an effective recruitment and selection process makes the hotel more proactive and agile in its activities which results in faster response to any change in the organisation or industry and make necessary adjustments to the company’s activities to sustain its competitive advantage in the dynamic industry (Armstrong and Taylor, 2017).  Effective recruitment and selection process results in faster hiring of employees that are immediately assigned to their posts resulting in faster delivery of results related to the hotel’s business objectives. It also creates a positive reputation of the hotel in the job market that continuously attracts competent employees to the company which ensure the sustainability of employee-based competitive advantage for a long-term (Ahammad et al., 2020). An effective recruitment and selection process provides a proper employee value proposition which ensures lower employee turnover that facilitates a greater number of experienced employees. These employees can play a significant role in ensuring the long-term sustainability of the hotel’s competitive advantage. 





[bookmark: _Toc34175581]Primary Factors that Influence Culture, Diversity and Equality of Hotel International
[bookmark: _Hlk34151940]The main factor that directly affects the organisation’s culture is its employees as each employee contribute to the company in their own ways (Khan et al., 2020). As a result, employee’s attitude, mentalities, interest and perception greatly affect the Hotel international’s organisation culture. The nature of the business of Hotel international also affects its culture where the hotel usually has more part-time workers than regular employees as the number of guests visiting the hotel is different at different times of the year which states that the guest is also an influencing factor (Storey et al., 2019). But the same situation is not present in a manufacturing organisation where the demand for the product is similar throughout the years and only has regular employees.   Hotel international’s goals and objectives of increasing market share and improving performance also influence organisational culture as it expects the employees to be attentive, hyperactive and flexible at the workplace (Sharma et al., 2016). But the same culture is not utilised in government organisations where the employees work at a slow pace by following the guideline set by the government (Bach and Edwards, 2013). 
[bookmark: _Hlk34151972][bookmark: _Hlk34152014]Hotel international maintain equality in the workplace by ensuring that everyone has equal opportunity and maintain diversity by considering the differences between people and groups and placing positive values on those differences (Bratton and Golds, 2013). The hotel has identified that workplace discrimination affects equality and diversity as it does not provide the same level of opportunity or treatment to everyone and could be directed to a certain individual or a group of people (Brewster and Cerdin, 2017). Stereotyping a person or a group of people in the workplace also influence equality and diversity. Training and development of employees to improve their knowledge and education are expected to positively influence equality and diversity while employees work experiences in the hotel is also expected to play a primary role in influencing the equality and diversity of the workplace (Armstrong and Taylor, 2017). The company’s and government policies also play a vital part in establishing and managing the equality and diversity of the organisation.       

[bookmark: _Toc34175582]Detection and Description of Hotel Internationals Key Methods of Performance Management that Ensures the Achievement of Targets and Maintenance of Competitive Advantage
[bookmark: _Hlk34152023][bookmark: _Hlk34152053][bookmark: _Hlk34151954][bookmark: _Hlk34152078]The company has identified multiple methods of performance management hat it can utilise for achieving the target and maintaining competitive advantage. The first method is to set a performance standard on all activities against which the performance of the employees will be measured (Ahammad et al., 2020). The performance standards will provide a clear direction to the employees on the way they can achieve the organisation’s target and also ensure the stability of performance among the employees that can ensure the competitive advantage of the company.  Another method is setting up SMART objectives where the employees have a clear understanding of the overall objective and its relation to their individual tasks due to the objective being specific, measurable, achievable, realistic and time-bound (Khan et al., 2020). Overall progress made on the SMART objectives can be easily tracked and due to its pragmatic and time-bound nature of the objective and employees feel confident on fulfilling it successfully resulting in the achievement of overall target and maintain a competitive advantage by ensuring efficiency and productivity at the workplace (Storey et al., 2019).  Another method is to provide continuous coaching to the employee as SMART objectives become irrelevant if the employees are not provided with sufficient guidance while facing new challenges in a dynamic business environment. Continuous coaching provides the opportunity to share feedback on task achievement and various problems the employees are facing while completing the tasks along with discussions on the way to tackle the problems (Westerman et al., 2020). Coaching by a superior improves overall performance of the employee in the long-run which ensure achievement of target and maintain the company’s competitive advantage as the employees are continuously improving their performance based on the requirements of the industry. Company targets can also be achieved through employee empowerment where employees are provided with growth opportunities, mistakes at the workplace are forgiven, encouraging two-way communication between the superiors and subordinates and earning the trust of the employees (Bach and Edwards, 2013). Such activities result in greater employee motivation and loyalty that improves employee productivity at the workplace which facilitates the achievement of the target and allows the hotel to ensure its competitive advantage in the industry.     

[bookmark: _Toc34175583]Plan to Resolve the Issues faced by Hotel International with Proper Recommendation 
The company has decided to formulate a plan of managing people in order to exceed the currently established targets and ensure the long-term sustainability of its competitive advantage and resolve its various issues at the same time. The hotel has determined to formulate a new recruitment and selection plan that is expected to improve the hotel’s occupancy rate by 10% while the established target has been 7%.
[image: ]
Figure 1: New Recruitment & Selection Plan 
Source: Dressler, (2020)
For this, the company will prepare an effective job description that will attract highly skilled employee with past experiences that can improve productivity and bring new insight into the company for exceeding the previous target and sustain competitive advantage (Dessler, 2020). Secondly, the company will utilise multiple recruitment tools to increase exposure in the job market to seek employees from both online and offline mediums which can facilitate faster recruitment and selection activities that facilitate immediate filling of the vacant posts to improve organisations overall performance to sustain competitive advantage. Thirdly, perform multiple screening of the candidates to select the best from the job markets while leaving the less capable candidates for the competitors to ensure competitive advantage (Khan et al., 2020). Finally, perform interviews of the selected candidates and offer the job to enhance the company’s manpower for greater productivity to achieve the new target and maintain a competitive advantage. 
It is recommended mention that people from all walks of life are allowed to apply for the job in the job description regardless of gender, religion or ethnicity to reduce discrimination and ensuring equality and diversity and it should particularly be focused on attracting non-EU workers due to the uncertainty caused by Brexit. Online job boards, social media and digital advertising agencies should be utilised to capitalise on the opportunities provided by the technological factors of the industry and save time and money to ensure competitive advantage. Stereotyping should be avoided during interviews to ensure equality. 
[bookmark: _Toc34175584]Conclusion
The Hotel International external environment is filled with opportunities and threats where the current political and economic forces pose a threat to the company while social, technological, environmental and legal factors provide opportunities for personnel professionals. Effective recruitment and selection process are expected to allows the company to acquire skilled employees and allows for the utilisation of short-term opportunities. Organisational culture is primarily influenced by the hotel’s employees while workplace discrimination influences equality and diversity. Setting performance standards and SMART objectives are the major performance management methods to ensure target achievement and sustainability of competitive advantage. The new recruitment and selection plan is created with a goal to exceed the current target and resolve the issue of external environment through greater utilisation of technology and the job description’s availability to all ensure equality and diversity.     
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